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Abstract
Purpose – The purpose of this paper is to examine the relationships between HR practice
(four aspects), organisational commitment and citizenship behaviour at primary schools in Taiwan.
The four human resource (HR) aspects include: recruitment and placement (RP), teaching,
education and career (TEC) development, support, communication and retention (SCR),
and performance and appraisal (PA).
Design/methodology/approach – With the assistance from the school HR managers and using an
anti-common method variance strategy, research data from 568 incumbent teachers in Taiwan are
collected, analysed and evaluated.
Findings – Different from prior studies, highlighting the merits of HR practice, the study discovers
that HR practice may not necessarily contribute to citizenship behaviour. Teachers with positive
perceptions of RP and TEC are more likely to demonstrate citizenship behaviour, whereas teachers
with positive perceptions of SCR and PA are not. In addition, the study finds three moderators:
affective organisational commitment (AOC), rank of positions, and campus size. The analysis shows
that teachers with more AOC, higher positions and from smaller campus are more likely to
demonstrate organisational citizenship behaviour (OCB).
Originality/value – The study provides a closer look at the HR-OCB relationship in Taiwan.
It reveals that a positive perception of HR practice may not necessarily contribute to OCB occurrence.
In addition, the results indicate that teachers have different views about varying HR aspects.
Specifically, aspects of RP and TEC development receive relatively higher levels of positive perception,
whereas aspects of SCR and PA receive relatively lower levels of positive perception. Questions arise as
to whether HR practice may lead to more OCB at primary schools. If this statement is true, school
managers shall think further of how to promote OCB using other policies, rather than relying on the HR
practice investigated here.
Keywords Public sector organizations, Taiwan, Human resource management, Commitment,
Organizational commitment, Organizational citizenship behaviour, School teachers, HR practice
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Introduction
The term human resource (HR) describes a group of people who make up an
organisation and/or business’ workforce (Lin and Lamond, 2014). HR practices is
particularly important nowadays, as both organisations and managers are eager to
improve managerial efficacy, reduce resource attrition and enhance organisational
identification and performance during the economic recession (Chang et al., 2013;
Li et al., 2011; Martin and Epitropaki, 2001). Researchers are studying the associations
between HR practice and performance in order to improve employee commitment,
reduce staff turnover, increase productivity and enhance quality and efficiency (Dalal,
2005; Zhao, 2014). While prior studies examine diverse factors pertinent to the efficacy
of HR practice, the majority of these studies adopt business sectors and industries as
research samples, leading to more commercial – performance and profits – oriented
implications (Combs et al., 2006; Guest, 2011). Despite prior studies’ value and
contribution to HR practice, their findings may not necessarily apply to general
schools, such as the management of primary school teachers.

Primary school teachers play an influential and fundamental role in the academic
system and are widely recognised by society for their contribution to educate younger
generations (HMI, 2011). However, scholars have little understanding in the HR practice
at primary schools (with the exception of: Lu, 2006; Nguni et al., 2006). We find that
studies using school teachers (as survey samples) are either general performance,
appraisal or evaluation based (e.g. Smeenk et al., 2006; Wright et al., 1997), providing
limited information to explain how teachers respond to different aspects of HR practice.
Additionally, we note that most research comes from countries such as USA and Europe
(Hoel et al., 2010; Liden et al., 1993), and it is imperative that contributions to the HR
management knowledge arise from an international perspective (Clugston et al., 2000).
Taken together, we note that there is a need to conduct a new research to closely observe
and analyse teachers’ HR experience and its influence at work in an Asian context. In the
present study, we increase our understanding of school HR practice in Taiwan, using the
context of incumbent teacher recruitment at Taiwanese primary schools. Our research
findings help to clarify teachers’ HR experience and offer practical implications for
principals and HR practitioners involved in managing the school HR with some
implications for human resource management (HRM or HR) in the region.

Literature review and theoretical framing
HRM or HR is a function in organisations, or typically a department, designed to
maximise employee performance as part of an employer’s strategic objectives ( Johnason,
2009). HR is primarily concerned with the management of employees within organisations,
focusing on policies and on systems, to for instance, encounter victimisation (Kim and
Glomb, 2014) or abusive supervision (Tepper et al., 2011). HR departments in
organisations characteristically undertake a number of people-related activities, including
employee recruitment, training and development, performance appraisal, employee
benefits designing, and rewarding (e.g. managing pay and benefit systems).

HR practice at primary schools
Since the early 1990s, the educational system in the USA has been influenced by social,
economic and political developments, such as democratisation, diversification,
decentralisation and budget constraints (Chan, 2001; Potocki-Malicet et al., 1999).
These developments have reinforced the trend in academic institutions to adopt
organisational forms, technologies, management instruments and values that are
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commonly found in the private sectors (Deem, 1998; Spreitzer, 1995). Following this trend,
the concept of HR practice has spread vividly to the schools, aiming to promote school
dynamics, enhance administration efficacy and contribute to the staff management
(Chan, 2001). HR practice at schools has also drawn some academic attention, but more
research is needed that specifically relates to the HR efforts of public sector
organisations, including non-profit colleges, public and private institutions (Kuo et al.,
2015; Melewar and Nguyen, 2015). Armstrong (2006) defines HR as a strategic and
coherent approach to the management of an organisation's most valued asset: “the people
working there who individually and collectively contribute to the achievement of the
objectives of the business and organisations”. Based on an extensive review of the
literature, we identify aspects of HR practice at school to include: recruitment and
placement (RP), teaching, education and career (TEC) development, support,
communication and retention (SCR), and performance and appraisal (PA) (Lu, 2006;
Paauwe, 2009; Smeenk et al., 2009). These four aspects have different roles and functions
during the process of school management and development, as explained next.

RP. RP is the first and foremost aspect of HR practice at schools, as it involves
vacancy advertisement, candidate selection, verification, negotiation, placement and
other pertinent HR tasks (Freitas et al., 2011). Candidate selection, for example, is a
complex and critical process for the school. Locating teachers with required
qualifications is straightforward, but finding candidates who are proactive at work and
accept organisational/school values is not (Selden et al., 2001). Freitas et al. (2011)
explain that RP is fundamental to the organisational maintenance and often considered
very time-consuming and high cost. Thus, external assistance (e.g. head-hunter) is
sometimes also required.

TEC. Organisations and their employees are constantly changing. To cope with
changes and to ensure that employees are capable of performing their tasks at the right
levels, organisations are obligated to offer training and education programmes. Schools
and primary school teachers are no exception, as both schools and teachers are aware
of the importance and necessity of continuous training and education. Guest (2011)
indicates that managerial and development programmes help employees prepare for
work in leadership positions. These programmes not only facilitate the acquisition of
new skills and knowledge, but also contribute to organisational performance and
managerial efficacy.

SCR. Building a sound communication channel between principals, team leaders
and general teachers is extremely important to the workforce dynamics (Hobman and
Bordia, 2006). Lu (2006) suggests that when the communication channel is smooth
and views shared equally, teachers feel respected and positive towards the workplace.
Such attitudes gradually contribute to the efficacy of school management. Cheng (2004)
indicates that positive atmosphere at work is related to teachers’ job satisfaction
and willingness to work for the school. DiPaola and Tschannen-Moran (2001) also
discover that positive atmosphere facilitates citizenship behaviour and collaboration.
In contrast, without a suitable workplace condition (e.g. poor communication/support),
teachers lose motivation to support their colleagues, reduce personal performance and
are very likely to leave the school in the long run.

PA. PA aids in understanding the levels and progress of individual employee’s
achievement, monitoring the overall service and quality provided by the entire
organisation (Armstrong, 2006; Smeenk et al., 2009). From a similar perspective, Lu (2006)
claims that PA identifies the gap between HR policies and the progress in the reality.
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PA helps school managers recognise the efficacy and limitation of their policies’
implementation. In other words, school managers and general teachers estimate
what they have (or have not) achieved, and what action(s) they need to take in order to
meet their HR targets.

Other elements also influence employees’ commitment towards an organisation,
such as the brand identity, reputation, and image of the organisation (Hemsley-Brown
et al., 2016). For example, Sujchaphong et al. (2016a, b) note from an internal branding
perspective that developing an organisation’s identity starts with the employees, as
organisations with consistent, unique and deeply held values are likely to create more
committed employees than the organisations with a less clear and articulated ethos.
This is due the unique identity or image that the organisation projects that generate
employees’ identification with the organisation and its status (Tran et al., 2015).
Specifically, such identification can be an integral part of the sense of satisfaction in
being an employee of a successful organisation (Kim et al., 2001) and a measurement of
loyalty (Mael and Tetrick, 1992). Thus, when a person identifies with an organisation’s
identity or image, they become more committed (Melewar et al., 2013). For a deeper
understanding of the brand identity and image literature, please see Hemsley-Brown
et al. (2016) and Sujchaphong et al. (2016a, b).

In this research, we analyse HR practice and its influence at Taiwanese primary
schools. In line with previous empirical studies, we identify and discuss four specific
aspects of HR practice. We note, however, that these four aspects and how they influence
teachers’ behaviour at work still remain unclear. Next, we discuss the HR-behaviour
relationship and develop our hypotheses.

Hypothesis development
HR practice and organisational citizenship behaviour
HR practice contributes to positive outcomes such as better performance, more job
satisfaction, lower turnover/absence and higher cost-effectiveness through the full
utilisation of employees (Guest, 2011). Contemporary studies evaluate HR practice and
its impact on performance (i.e. HR-performance nexus), placing emphasis on the impact
of different HR practices on performance outcomes at both individual and
organisational levels (e.g. Chang and Smithikrai, 2010; Paauwe, 2009). Consistent
with these studies, our research is particularly interested in organisational citizenship
behaviour (OCB), which is suggested to relate to performance (Hui et al., 2000),
organisational commitment (Gautam et al., 2005) and counter-productive behaviour at
work (Dalal, 2005). In other words, OCB is a major performance facilitator and helps to
evaluate the efficacy and influences of HR practice (Organ et al., 2006).

Scholars define OCB as behaviour that goes beyond formal requirements of the job
and is beneficial to the organisation (Chang and Smithikrai, 2010). Examples include:
assisting colleagues with their tasks, devoting time to assist new entrants to the
organisation, defending their organisational reputation, or even taking voluntary
salary-cut. However, there are different opinions about causes to OCB. On the one hand,
Organ and Konovsky (1989) suggest that OCB is an altruistic act in which individuals
contribute their efforts to colleagues and organisations for self-less reasons.
Such altruistic behaviours are interpreted using either cognitive determinants
(e.g. “doing this task brings long-term interests to the department”) or affective
determinants (e.g. “I belong to the organization”, or “I am willing to help my colleagues,
as they are important to me and the company”). On the other hand, Hui et al. (2000)
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suggest that OCB is a simple tactic for seeking a desired outcome, and once the
outcome is achieved, the occurrence of OCB decreases immediately. Hence, by
demonstrating OCB, individuals benefiting the long term.

From an organisational perspective, OCB is crucial as it contributes to the overall
organisational effectiveness. Podsakoff et al. (1997) discover that higher levels of OCB
among employees are associated with overall productivity and fewer defects. Spector
(2006) claims that OCB occurs when employees are satisfied with their jobs, have high
levels of affective commitment, have good interpersonal relations, or feel being treated
fairly. Bommer et al. (2003) indicate that OCB is contagious, as people who work in
groups where people tend to demonstrate OCB are more likely to perform OCB
themselves. Diefendorff et al. (2002) also indicates that OCB is predicted by the roles of
job involvement and work centrality. Thus, OCB is favourable to both managers and
organisations, as it helps to contribute to the organisational effectiveness and dynamics.

Prior studies confirm the merits of OCB and its influence at work. However, we
wonder whether these prior findings are still applicable to primary school settings in
Taiwan, considering the variance between OCB at primary schools and commercial
organisations. For instance, unlike private business sectors, primary schools do not
operate on the principles of obtaining profits nor competition. Hence, employees from
different organisations (primary school vs business company) gain different views
regarding OCB. From a managerial perspective, it is meaningful to explore the
relationship between HR practice and OCB occurrence at primary schools. Because if
such relationship exists, school managers (e.g. head teachers, HR managers or governing
body) are able to intervene OCB in a timely manner, leading to improved school
performance. To further understand the relationship between HR practice and OCB at
primary schools, pertinent theories and empirical have been studied and developed.

For example, scholars find that HR practice is related to leadership and
management, that is, how managers lead their organisations. Nguni et al. (2006)
indicate that when teachers receive more autonomy, they are positive and feel satisfied
about their job, leading to more OCB. Cheng (2004) note that teachers are more likely to
engage with OCB when they feel treated fairly and professionally, they are able to
participate in the decision-making process, and they express their views freely. Good-
quality HR practice not only promotes school dynamics, but also makes the workplace
more enjoyable (DiPaola and Tschannen-Moran, 2001). Researchers identify a
multi-correlation across management, organisational climate and OCB, suggesting that
when the school is properly administered, the staff are more likely to identify and
affiliate with the school and its mission. This phenomenon not only affects teachers’
mentality (working morale), but also facilitates proactive behaviours at schools.

Further, Smoech and Drach-Zahavy (2004) find a relationship between
organisational learning and OCB. Specifically, with the provision of on-site learning
opportunity (e.g. continuous education and skills training), teachers feel more positive
about their career development, increasing the likelihood of demonstrating OCB.
Smoech and Drach-Zahavy (2004) indicate that learning plays an irreplaceable role in
the organisational development. They suggest that teachers’ OCB benefits both
individuals and the school as a whole.

Finally, researchers show that HR practice influences employees’ performance.
Meyer and Allen (1997) indicate that HR practice relates to organisational commitment,
suggesting good management practice leads to increased commitment in the
workplace. These findings jointly imply that, with proper HR practice at school,
teachers shall feel more positive about their workplace and hence generate higher
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commitment towards their organisations. Lu (2006) discovers that, when HR practice is
coherent with personal expectation, teachers are willing to cooperate with their line
managers, leading to more positive outcomes of organisational innovations. In contrast,
when HR practice deviates from their expectation, teachers become more reserved and
withheld their effort and commitment towards the innovations. In summary, previous
studies offer preliminary support and suggest a HR practice-OCB relationship. Based
on the above discussion, the first research hypothesis is:

H1. HR practice is positively related to OCB, at Taiwanese primary schools.

Potential moderators to the HR practice-OCB relationship
Prior studies provide different clues to support the HR practice-OCB relationship at
school. These studies suggest that, when teachers perceive their HR practice positively,
they are more likely to demonstrate OCB, as noted above. However, this relationship may
not be straightforward, as the workplace’s nature has changed drastically in the last
decade (Combs et al., 2006), e.g. the appearance of contracted employees and popularity of
outsourcing jobs (Guest, 2011). The relationship between HR practice and its efficacy
also depends on the characteristics of both organisations and employees (Smoech and
Drach-Zahavy, 2004; Spector, 2006). Thus, the HR practice-OCB relationship is affected
by varying factors. In this research, we discuss three potential factors: affective
organisational commitment (AOC), rank of teachers and school size. Details follow.

AOC. To achieve quality personnel, researchers identify several characteristics of
ideal employees including AOC. AOC describes employees’ psychological and spiritual
attachment towards their organisation, which includes employees’ recognition,
participation and dedication towards achieving organisational goals (Gautam et al.,
2005; Kwantes, 2003). Allen and Meyer (1990) identify three distinct themes embedded
within the AOC: affective attachment to the organisation (affective commitment),
perceived cost associated with leaving the organisation (continuance commitment), and
commitment as an obligation to remain in the organisation (normative commitment).
Researchers note that individuals with higher AOC are more likely to show OCB
(Gautam et al., 2005; Kwantes, 2003), to perform working morale (Meyer and Allen,
1997) and to facilitate interaction at work (Smeenk et al., 2006). In addition, the
AOC-OCB relationship may be explained by social exchange theory (Homans, 1958).
This theory suggests that an employee develops and maintains a transactional
psychological contract by exchanging transactional resources such as work
productivity (performance) for a certain amount of payment (reward). An employee
also develops and maintains a relational contract by exchanging relational resources.
These relational resources include proactive work behaviour and loyalty for higher
quality leader relations (Dulac et al., 2008). Hence, when AOC improves (a sign of
organisational commitment), individuals are more likely to feel satisfied and willing to
support their organisations. Following this logic, we posit that when HR practice is
perceived as positive, teachers with higher AOC shall perform more OCB. Accordingly,
the second research hypothesis is:

H2. HR practice-OCB relationship is moderated by AOC, at Taiwanese primary schools.

Rank of teachers. Spector (2006) indicates that the function of HR practice and its efficacy
partially depends on the employees’ characteristics. Lu (2006) indicates that the rank of
positions is related to the perception of HR practice at primary schools. Compared to the
teachers with lower positions, teachers with higher positions generally value the
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implementation of HR practice at school and are more willing to follow the HR policies
(e.g. school regulations and proposals). Higher positions include, e.g. principals, head
teachers and teachers with managerial roles. Lu (2006) further discovers that teachers
with a better perception of HR practice are associated with better performance, indicating
that the perception of HR practice is indeed related to behaviour at work. We note that
school administrations and HR policies are usually managed by the higher-position
holders, thus, it seems unsurprising that they evaluate their HR practice more positively
(e.g. these holders back up their own policies). Hence, the third research hypothesis is:

H3. HR practice-OCB relationship is moderated by the rank of positions, at
Taiwanese primary schools.

Campus size. The organisations’ welfare and performance depend to a large extent on
the amount and quality contribution from their members. Although everyone
recognises the mechanism of such dependence, people may still take advantage of
organisational functions and services regardless of their personal contribution, i.e.
some members may act as free-riders. This phenomenon is interpreted via two social-
psycho concepts: diffusion of responsibility. An individual is less likely to demonstrate
necessary or prosocial behaviours when others are present than when s/he is alone
(Haley and Fessler, 2005). In an example of emergency situation, if someone was
stabbed and lying on the street, bystanders may assume that someone else is going
(or responsible) to intervene and so they each individually refrain from doing so; social
loafing. People make less effort to achieve a goal when they work in a group than when
they work alone (Darley and Latané, 1968). For example, if a person is the target of
social forces, increasing the number of people diminishes the relative social pressure on
each person. When individual inputs are not identifiable the person may work less
hard. Thus, if the person is dividing up the work to be performed or the amount of
reward she/he expects to receive, s/he will work less hard in groups. Based on these two
points, referring to the sizes of campuses – assuming larger campuses meaning more
members – the final research hypothesis is:

H4. HR practice-OCB relationship is moderated by the campus size, at Taiwanese
primary schools.

Figure 1 depicts the research constructs and their relationships to the OCB, under the
moderating effect of organisational commitment, rank of position, and campus size, as
hypothesised above.

Method
Research sample and data collection
Primary school teachers are of interest to the study and hence recruited for a
questionnaire survey, due to several reasons: little attention has been given to primary
schools, despite a common belief that OCB is fundamental to school success. Primary
school teachers often go beyond the explicit demands of their role in a voluntary capacity
in order to enrich the teaching and learning environment, which a typical OCB
characteristic. Primary school teachers’ contribution towards teaching the young and
their development is also widely recognised and a different trait than the business setting.

Specifically, all participants (teachers) were recruited from 33 primary schools in
Hsin-Chu District, Taiwan (as per grant criterion), which are regulated by the same
municipal education bureau. These teachers work in different schools but have exactly
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the same management practice, i.e. the same government body and HR policies, which
implies that internal heterogeneity between schools is trivial. Although there are two
private schools in the same district, both rejected our research proposal and hence no
data were collected. It is salient that school ranking and reputation are of importance to
the pupils’ recruitment strategies and parents (e.g. main carers and family members),
who may evaluate a school’s ranking and related issues prior to the school applications.
However, school ranking is not necessarily a crucial factor to the recruitment of
primary school teachers in Taiwan, due to the saturated employment market
(Kuo, 2013). The phenomenon of “stray teachers” has dwindled the employment market
of primary school teachers, as there are simply too many qualified teachers competing
for limited places (Chang, 2012), implying that the recruiting of primary school teachers
is more related to the demand of employment market, rather than the reputation of
schools per se. Based on these conditions, the recruitment of sample (i.e. primary school
teachers) in the current research did not consider school ranking as selection criterion.

With the assistance from the school HR managers, we targeted the incumbent
primary school teachers in the district. As the HR managers are involved in the teachers’
PDR and annual assessment, they are keen to keep a good relationship with the teachers.
Because of this close relationship, the HR managers not only facilitated the questionnaire
distribution but also contributed to the response rate. We included a covering letter to
assure anonymity and voluntary participation. Seven days after the initial contact,
we asked the HR managers to e-mail the participants a reminder to boost the response
rate. Questionnaires were then e-mailed back to the researchers directly. Due to the
confidentiality policy, however, we were unable to trace back the school of e-mail senders
so we could not tell which questionnaire copies came from which school(s). Of the
651 copies of questionnaires initially distributed, 588 were returned, of which 568 are
useable (response rate¼ 87.25 per cent).

In total, 76.40 per cent of these teachers were female, with four age bands:
13.26 per cent (30 yrs and younger), 48.80 per cent (31-40 yrs), 33.50 per cent (41-50 yrs)
and 4.25 per cent (51 and older). In total, 76.87 per cent of all teachers were graduates,
having earned a bachelor degree. Four ranks of job positions included: 11.39 per cent
(principals, head teachers with managerial roles), 19.39 per cent (senior teachers with

HR Practice

Recruitment
and

Placement

Teaching,
Education,
and Career

Development

Affective Organizational
Commitment

Rank of
Teachers

Organizational
Citizenship
Behaviour

Campus Size

Support,
Communication,

and
Retention

Performance
and Appraisal

Moderators
OCB

Figure 1.
Conceptual model of
the HR-OCB
relationship
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administrative roles), 55.27 per cent (senior teachers without administrative roles,
or with class tutorship only), and 13.78 per cent ( junior and subject teachers).
Four groups of school sizes categorised: 23.13 per cent (49 classes and more),
46.77 per cent (48-25 classes), 11.90 per cent (24-13 classes), and 18.02 per cent
(12 classes and less). Each class had approximately 30 students.

Measurement
We adopted three standardised scales to measure the research variables. Details follow:
school HR practice scale (Lu, 2006) was used to measure how teachers perceive the HR
practice at their schools. The scale comprises of 20 items, assessing four different aspects
of HR practice, including: RP (five items; α¼ 0.90), TEC(five items; α¼ 0.88), CSR
(six items; α¼ 0.93), and PA (four items; α¼ 0.95). All items were preceded by the stem:
please rate the truth of each statement as it applies to you at your campus. Sample items
include: the selection of new teachers is based on school’s demands (RP), my school offers
workshop opportunities to meet teachers’ professional needs (TEC), my school values the
information exchange and communication between teachers and admin staff (CSR), and
the appraisal policies and procedure are clear and fair (PA). Responses were recorded
using a six-point Likert scale (completely agree¼ 6, completely disagree¼ 1). Higher
scores represent higher levels of agreement, indicating that participants felt more
positive about this specific aspect of HR practice at their schools.

AOC scale (Allen and Meyer, 1990) was adopted to measure the levels of teachers’
affective commitment towards their schools. The scale comprises of eight items
(α¼ 0.93). All items were preceded by the stem: please rate the truth of each statement
as it applies to you at your school. Sample items include: I enjoy talking about my
school with outsiders and my school is greatly meaningful to me. Responses were
anchored using a six-point Likert scale (completely agree¼ 6, completely disagree¼ 1).
Higher scores represent higher levels of commitment, indicating that participants have
stronger psychological attachment towards their schools.

OCB was assessed by the teachers OCB scale (Cheng, 2004). This scale is composed of
23 items (α¼ 0.89), assessing the occurrence of teachers’ OCB at school. All items were
preceded by the stem: please rate the truth of each statement as it applies to you at your
school. Sample items include: I often come to school earlier to deal with administrative
issues and I amwilling to support school activities, with all efforts, even using my private
time. Responses were recorded using a six-point Likert scale (completely agree¼ 6,
completely disagree¼ 1). Higher scores represent higher occurrence of OCB, indicated
that teachers are more likely to engage with OCB at school.

Back-translation procedure
Both school HR practice scale and teachers OCB scale are validated and written in
traditional Chinese (official language in Taiwan), which is also the language used by
the research sample. The third scale (AOC scale) is originally developed and written in
English, so the questions (scale items) were translated into traditional Chinese for the
survey, with a back-translation procedure to ensure language equivalence and
appropriateness. We invited three bilingual experts in management studies to examine
the validity and clarity of scale items, and revisions were made accordingly.

Control variables
Initially, we decided to control for gender, age, job tenure and educational level.
In general, the association between demographic characteristics and our hypothesised
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outcomes has been weak or inconsistent (Podsakoff et al., 2000, pp. 530-531; Meyer and
Allen, 1997, pp. 43-44). Consistent with this, our initial analyses showed these to
be generally non-significant, and including them did not affect the conclusions. For the
sake of parsimony and clarity, the control variables are therefore omitted from
the analyses reported below.

Anti-CMV strategies
Due to our cross-sectional research design, we note that there is an increased
probability of common method variance (CMV) bias (Podsakoff et al., 2003). One
proposed strategy to combat this bias is to use a temporal separation strategy, i.e.
collecting variables at different times. We discussed this strategy with the HR
managers, but they all declined our strategy, arguing that it would increase their
administrative burden. Consequently, we adopted an alternative strategy. We
embedded an additional social desirability scale (SES; Reynolds, 1982) in the survey, in
which the Pearson formula applies, to examine the correlation coefficients between SES
and all variables. Results show that the correlation coefficients (r) are: 0.09-0.17 for the
items in school HR practice scale, 0.06-0.21 for the items in affective commitment scale,
and 0.15-0.29 for the items in teachers OCB scale. As none of these coefficients are close
or higher than 0.70, we indicate that the CMV bias is less likely to occur here (Podsakoff
et al., 2003). In addition, the Harman’s single factor test was used to analyse the
potential CMV bias (Podsakoff et al., 2012). All variables were merged into one factor,
and the results showed poor fit, suggesting that one single factor of merging all
variable was inappropriate for data analysis ( χ2 (350)¼ 6,330.78, po0.001,
RMSEA¼ 0.243, NFI¼ 0.66, CFI¼ 0.68, IFI¼ 0.68, SRMR¼ 0.198). We then adopted
an unmeasured latent construct method to examine the potential influence of CMV as
recommended by Podsakoff et al. (2012). χ2 difference test was not significant
(Δχ2 (1)¼ 3.64, pW0.05). Results were consistent with the findings of Harman’s single
factor test. Hence, we concluded that the influence of CMV was slim and the research
data set were acceptable for further hypothesis testing.

Results and analysis
Preliminary analyses suggest correlations across variables. For example, OCB is
correlated with AOC (r¼ 0.26, po0.01) and four aspects of HR practice (r¼ 0.41-0.51,
po0.01-0.001) (see Table I). These initial findings affirm associations between different
variables, serving as sound foundation for further advanced statistical analyses.
Moreover, teachers show different perceptions about the aspects of HR practice
(F (1, 575)¼ 5.65, po0.02). Specifically, teachers indicate the highest (positive)
perception of HR practice RP (M¼ 5.11, SD¼ 0.63), followed by HR practice TEC
(M¼ 4.78, SD¼ 0.69), HR practice PA (M¼ 4.52, SD¼ 0.89) and HR practice SCR
(M¼ 4.44, SD¼ 0.88). To examine the inter-relations across variables and research
hypotheses, we conduct further statistical analyses.

H1: relevant variables (predictors) are entered into the equation for multiple
regression analysis, by which we analyse demographical variables and four aspects of
HR practice both separately and jointly (see Table II). OCB is predicted by the aspects
of RP ( β¼ 0.29, po0.001), TEC ( β¼ 0.20, po0.001) but not SCR and PA ( βs¼ 0.07,
0.04, respectively). Interestingly, when all four aspects of HR practice are merged
together, the predicting effect re-emerges, with less significance ( β¼ 0.09, po0.05).
These findings indicate two messages: positive perception of HR practice may not
necessarily contribute to OCB; teachers with positive perception of RP and TEC are
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more likely to show OCB, but teachers with positive perception of SCR and PA are not.
Thus, the H1 is partially supported.

H2: regression analysis shows that AOC predicts OCB ( β¼ 0.08, po0.05).
To further estimate the variance of AOC, we re-coded participants into three groups,
subject to their scores on the scale (see Table III). These new groups include: low
commitment group (M¼ 3.48, SD¼ 0.21), medium commitment group (M¼ 3.80,
SD¼ 0.06), and high commitment group (M¼ 4.32, SD¼ 0.44). These groups stand for
38, 30 and 31 per cent of the whole sample, respectively. The means differences (Mdiff)

M SD α 1 2 3 4 5

1. Organisational citizenship
behaviour (OCB) 5.01 0.52 0.89

2. HR practice RP (recruitment and
placement) 5.11 0.63 0.90 0.51***

3. HR practice TEC (training, education
and career development) 4.78 0.69 0.88 0.50*** 0.70***

4. HR practice SCR (support,
communication and retention) 4.44 0.88 0.93 0.44*** 0.61*** 0.71***

6. HR practice PA (performance and
appraisal) 4.52 0.89 0.95 0.41*** 0.59*** 0.69*** 0.73***

6. Affective organisational commitment
(AOC) 3.82 0.46 0.93 0.26** 0.25** 0.36*** 0.42*** 0.41***

Notes: **po0.01; ***po0.001

Table I.
Analysis of

correlation between
research variables

Organisational citizenship behaviour
Predictors β ΔR2

Step 1: control variables 0.02**
1. Gender 0.02
2. Age 0.07
3. Educational levels 0.00
4. Rank of positions −0.10*
5. Campus size −0.11**
Step 2: independent variables 0.32***
6. Affective organisational commitment 0.08*
7. HR practice RPa 0.29***
8. HR practice TEC 0.20***
9. HR practice SCR 0.07
10. HR practice PA 0.04
11. HR practice (four aspects together) 0.09*
Step 3: two-way interaction 0.28***
6× 7 0.33***
6× 8 0.20**
11× 4 0.09*
11× 5 0.08*
Adjusted R2 0.62
F 36.46***
Notes: aHR practice RP, recruitment and placement; HR practice TEC, training, education and career
development; HR practice SCR, support, communication and retention; HR practice PA, performance
and appraisal. *po0.05; **po0.01; ***po0.001

Table II.
Predictors of

organisational
citizenship behaviour
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across three groups was significant (F (2, 580)¼ 49.31, po0.001), indicating that the
re-grouping process is sensible. To examine the moderating effect, we analyse the
interactions between all aspects of HR practice and AOC, using Baron and Kenny
(1986)’s formula. Yet, as previous analyses affirms that HR practice SCR and PA do not
predict OCB, these two aspects are thus omitted from the analysis. Outcomes are
outlined below: OCB is predicted by AOC ( β¼ 0.08, po0.05), aspect RP ( β¼ 0.29,
po0.001), aspect TEC ( β¼ 0.20, po0.001), the interaction between AOC and aspect
RP ( β¼ 0.33, po0.001), the interaction between AOC and aspect TEC ( β¼ 0.20,
po0.01). These figures support the existence of moderating effect; we further analyse
group differences to understand the direction of such effect on OCB, as follows.

In terms of aspect RP, the group differences are: low commitment group (M¼ 4.93,
SD¼ 0.61), medium commitment group (M¼ 5.18, SD¼ 0.59), and high commitment
group (M¼ 5.28, SD¼ 0.64). Between-group differences are significant (F (2, 578)¼ 17.38,
po0.001). These figures convey two messages: teachers with positive perception of
aspect RP are more likely to show OCB; teachers with higher commitment are also more
likely to show OCB (see Figure 2). In terms of aspect TEC, the group differences are: low
commitment group (M¼ 4.52, SD¼ 0.71), medium commitment group (M¼ 4.86,
SD¼ 0.57) and high commitment group (M¼ 5.03, SD¼ 0.64). Between-group
differences are significant (F (2, 577)¼ 32.65, po0.001). These figures convey two
messages: teachers with positive perception of aspect TEC are more likely to show OCB;
teachers with higher commitment are also more likely to show OCB. Hence, the H2 is
supported (see Figure 3).

H3: to examine the moderating effect of rank of positions, the same analytic
procedure is applied. First, we predict OCB by rank of positions ( β¼−0.10, po0.05),
overall HR practice ( β¼ 0.09, po0.05), and the interaction between rank of positions
and overall HR practice ( β¼ 0.09, po0.05). These figures support the existence of

Affective organisational commitment
(% of sample) Low (38%) Medium (30%) High (31%) F/(df)/p

HR practice RPa 4.93 (0.61) 5.18 (0.59) 5.28 (0.64) F(2,578)¼ 17.38***
HR practice TECb 4.52 (0.71) 4.86 (0.57) 5.03 (0.64) F(2,577)¼ 32.65***
Notes: aHR practice RP, recruitment and placement; bHR practice TEC, training, education and career
development. ***po0.001

Table III.
Moderating effect of
affective
organisational
commitment

R
ecruitm

ent
and placem

ent

High
perception

Low
perception

High AC group

Middle AC group

Low AC group

Less OCB More OCB

Organisational citizenship behaviour

�=5.18 

�=5.28 

�=4.93 
Figure 2.
Moderating effect of
AOC on OCB (HR
practice RP)
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moderating effect. Second, we further analyse group differences to understand the
direction of such effect on OCB. To be exact, teachers with higher rank of positions
show more OCB (M¼ 5.14, SD¼ 0.46), including: principals, head teachers with
managerial roles, and senior teachers with administrative roles. Teachers with lower
rank of positions show less OCB (M¼ 4.95, SD¼ 0.54), including: senior teachers
without administrative roles (or with class tutorship only), junior teachers and subject
teachers. Between-group differences are significant (t (578)¼ 3.99, po0.001; Levene’s
F¼ 3.00, p¼ 0.08). These figures convey two messages: teachers with positive
perception of overall HR practice are more likely to show OCB; teachers with higher
positions are also more likely to show OCB. Hence, the H3 is supported (see Figure 4).

H4: to examine the moderating effect of campus size, we apply the same analytic
procedure as above. First, we predict OCB by campus size (β¼−0.11, po0.01), overall HR
practice (β¼ 0.09, po0.05), and the interaction between school size and overall HR
practice (β¼ 0.08, po0.05). These figures support the existence of moderating effect.
Second, we further analyse group differences to understand the direction of such effect on
OCB. Specifically, teachers from smaller schools (24 classes or less) show more OCB
(M¼ 5.08, SD¼ 0.50, whereas teachers from larger schools (25 classes or more) show less
OCB (M¼ 4.98, SD¼ 0.53). Between-group differences are significant (t (578)¼ 2.18,
po0.05; Levene’s F¼ 0.07, p¼ 80). These figures convey two messages: teachers with
positive perception of overall HR practice are more likely to show OCB; teachers from
smaller schools are also more likely to showOCB. Hence, theH4 is supported (see Figure 5).

Training, education and
career developm

ent

High
perception

Low
perception

High AC group

Middle AC group

Low AC group

Less OCB More OCB

Organisational citizenship behaviour

�=5.03 

�=4.86 

�=4.52 Figure 3.
Moderating effect of
AOC on OCB (HR

practice TEC)

P
erception of

H
R

 practice

High
perception

Low
perception

Higher positions

Lower position

Less OCB More OCB

Organisational citizenship behaviour

�=4.95 

�=5.14 

Figure 4.
Moderating effect of

positions on OCB
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Discussion
Our research aims to analyse teachers’ HR experience and its influence at work.
We discover new findings, which challenge the efficacy of HR practice at workplace.
Specifically, we show that not all HR practice contributes to positive behaviour in the
workplace (e.g. OCB in the current research). Our research also finds statistical
evidence to support the moderating effect of three factors on the HR-OCB relationship.
These factors are: AOC, rank of position and campus size. Overall, our findings
contribute to the knowledge of HR-OCB relationship, which are meaningful and useful
to scholars and HR practitioners in several ways.

First, our research focuses four specific aspects of HR practice, namely: RP, TEC
development, SCR, and PA. Scholars note that these aspects have different roles and
functions during the process of school management and development (Freitas et al.,
2011; Lu, 2006; Paauwe, 2009; Smeenk et al., 2009). However, interestingly, we find that
teachers seem to have different views about these aspects. Specifically, aspects of RP
and TEC receive relatively higher levels of positive perception, whereas aspects of SCR
and PA receive relatively lower levels of positive perception. This is an interesting
finding and may be explained by two reasons. First, compared to other organisations
(e.g. banking industries and manufacturers), primary schools do not operate on the
principles of financial incentives. Unlike private business sectors in the market
(e.g. Kim and Glomb, 2014), the interaction between colleagues at school is probably
more collaboration rather than competition oriented (e.g. working together to enhance
students learning efficacy and school activities). Hence, teachers may put more weight
on HR aspects that involve education training and career development (Spreitzer, 1995)
and therefore perceive these aspects more important than other aspects at schools.
Second, there may be some other underlying factors differentiating the influences of
these HR aspects, but they are not investigated here, such as organisational culture and
student characteristics and differences. Certainly, these two reasons may require
further examination.

Second, effective HR practice leads the full utilisation of employees, which in turn,
leads to better performance, more job satisfaction, lower turnover, less absence, and
higher cost-effectiveness (Guest, 2011). Different from prior studies, affirming the merits
of HR practice (e.g. Hui et al., 2000; Gautam et al., 2005), we reveal that positive perception
of HR practice may not necessarily contribute to OCB occurrence. Teachers with positive
perception of recruitment, placement, training, education and career development are
more likely to show OCB, whereas teachers with positive perception of support,

P
erception of

H
R

 practice

High
perception

Low
perception

Smaller schools

Bigger schools

Less OCB More OCB

Organisational citizenship behaviour

�=5.08 

�=4.98 

Figure 5.
Moderating effect of
campus size on OCB
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communication, retention, PA are not. These findings are not merely interesting, but also
contain important implications to HR practitioners at primary schools: school managers
(e.g. head teachers and principals) should not assume that all aspects of HR practice may
work and/or work in the same way. We show that not all HR aspects are valued
positively (or importantly) by the teachers (e.g. in the current research, teachers value
aspects of RP and TEC). School managers shall therefore endeavour to investigate what
causes these differences, e.g. why some aspects work better, whereas others do not.
Questions arise as to why teachers are more willing (or reluctant) to value some aspects
than others. There is a possibility that the HR-OCB relationship is more complicated at
schools. Alternatively, one may state that positive perception of HR practice may not
necessarily lead to more OCB at primary schools. If this statement is true, school
managers shall think further of how to promote OCB using other policies, rather than
relying on the HR practice investigated here; Finally, one may question, controversially,
whether OCB an appropriate variable to measure the performance of primary schools,
with its distinct differences from profit-oriented enterprises and companies. The issue is
complicated, and we encourage future studies to address this question.

Third, we show three potential moderators: AOC, rank of positions, and campus size.
Our analyses show that teachers with more AOC, higher positions and from smaller
campus are more likely to demonstrate OCB. These findings have important implications
to school managers, especially when they implement HR strategies to enhance
organisational performance such as OCB. In order to promote OCB, school managers
(e.g. head teachers and principals) should consider the influence of AOC. Rather than
continuously implementing different HR policies, we propose that more emphasis on the
psychological perception and experience of employees should be addressed, e.g. what do
teachers expect from the organisations, what are their needs, etc. After all, healthy,
energetic and fully committed teachers are the most valuable assets to the school
(e.g. Tepper et al., 2011). Without care and support to the teachers, any HR practice may
not reach their maximum effect. In terms of campus size, school managers should bear in
mind of such moderating impact. Scholars recognise that bigger organisations offers
higher chance of social loafing and diffusion of responsibilities (Darley and Latané, 1968).
Hence, managers from the larger schools may wish to assign the tasks to several
sub-managers (or groups), so each group receives a certain amount of tasks and
responsibility. By doing so, hopefully, the schools alleviate the negative influences of
social loafing effect on the organisational performance (e.g. decreasing the efficacy of HR
practice). In terms of rank of positions, school managers may wish to enhance the
dynamics of workplace through informal activities and congregations. Employees from
different rank of positions will have more opportunities to mingle, exchange views and
build up better interpersonal relationships, which naturally feeds into the organisational
dynamic and promotes better performance.

Managerial implications
There are several implications for management theory and practice in not only primary
schools, but also other education institutions and to management knowledge more
generally and other service sectors. First, we demonstrate that the four specific aspects
of HR practice, namely: RP, TEC development, SCR, and PA are important to the
occurrence of OCB. Thus, we suggest that HR managers and school principals should
consider the individual effects and impacts of these important elements in their
management. In particular, we find that these aspects have different roles and
functions during the process of management and school development. The rationale is
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that by using these nuanced aspects more systematically, when employees have certain
expectations of the school and job duties, the managers can apply a specific HR
dimension appropriate to their employees’ perceptions, such that they are more likely to
have higher levels of OCB. As such the full utilisation of employees will be evidenced.

Second, we also found that some HR aspects do not play a crucial role in facilitating
OCB. Therefore, we suggest, in the first instance, that HR managers and school
principals should look at the perceptions of employees and their own leadership style.
For example, employees with positive perception of recruitment, placement, training,
education and career development are more likely to demonstrate OCB, whereas
teachers with positive perception of support, communication, retention, PA are not.
Hence, the critical knowledge here is that managers should not assume that all aspects
of HR practice may work and/or work in the same way. Rather, for the effective
management of employees, continuous learning of their behaviour is required.

Third, the study further found that affective commitment, rank and campus size
moderated the HR practice-OCB relationship and that these were highly relevant to the
occurrence of OCB. More specifically, the study demonstrates different HR strategies to
promote commitment and OCB. We highlight the important role of employees’
psychological perceptions and experience, which should be researched and measured
frequently in order to learn what teachers expect from the organisations, what
their needs are, etc. so that their needs can be met. Such measurement requires
monitoring and a scale needs to be developed for the interviewing procedures and
subsequent analysis. In such case, the adaption of popular employee well-being scales
can be utilised to great effect.

Finally, the study has major implications for the future of the Taiwanese
primary schools and education sector as a whole. According to The Economist (2015),
the fertility rate in Taiwan is considered “ultra low”, which suggests that in the next
10-20 years, the school population will fall dramatically. This study has implications
for the sector in that good OCB would promote a school’s reputation as a brand,
thus giving the school a unique brand identity and overall better image and
reputation (Melewar et al., 2013). As the issue of decreasing young population endures
throughout the education system, the study’s implications may also impact on the
higher education sector.

Research limitations and directions for future studies
We acknowledge some research limitations. This research only focuses on four
aspects of HR practice at schools (identified by prior studies). Although this focus
seems expedient for the current research, other aspects of HR practice are neither
investigated nor analysed. Thus, without previous support, the value of our research
findings here may be compromised. Future studies are encouraged to enlarge the
research scope to examine and evaluate different aspects of HR practice at schools, so
a full picture of HR-performance relationship can be further observed and
understood. Ideally, behaviour assessment (e.g. OCB) should be conducted via a third
party to ensure the objectiveness and completeness of data set. Yet, due to ethical
concerns, this research does not adopt a third-party assessment procedure, as it may
breach confidentiality policy and put the participants into discomfort. In addition, the
findings reported here are all based on Taiwanese primary school teachers, which
may not apply to the populations from other organisations, cultures and countries.
The generalisability of our research findings may require further desalinisation using
samples from different sectors and locations.

922

ER
38,6

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

12
 0

7 
N

ov
em

be
r 

20
16

 (
PT

)



References

Allen, N.J. and Meyer, J.P. (1990), “The measurement and antecedents of affective, continuance
and normative commitment to the organisation”, Journal of Occupational Psychology,
Vol. 63 No. 1, pp. 1-18.

Armstrong, M. (2006), A Handbook of HR Practice, 10th ed., Kogan Page, London.

Baron, R. and Kenny, D. (1986), “The moderator-mediator variable distinction in social
psychological research: conceptual, strategic, and statistical considerations”, Journal of
Personality and Social Psychology, Vol. 51 No. 6, pp. 1173-1182.

Bommer, W.H., Miles, E.W. and Grover, S.L. (2003), “Does one good turn deserve another-co
worker influences on employee citizenship”, Journal of Organisational Behaviour, Vol. 24
No. 2, pp. 181-196.

Chan, K. (2001), “The difficulties and conflict of constructing a model for teacher evaluation in
higher education”, Higher Education Management, Vol. 13 No. 1, pp. 93-111.

Chang, K. and Smithikrai, C. (2010), “Counterproductive behaviour at work: an investigation into
reduction strategies”, International Journal of Human Resource Management, Vol. 21 No. 8,
pp. 1272-1288.

Chang, K., Kuo, C.C., Su, M. and Taylor, J. (2013), “Dis-identification in organisation (DiO) and its
role in the workplace”, Relations Industrielles/Industrial Relations, Vol. 68 No. 3, pp. 479-506.

Chang, M.C. (2012), “Transitional days: an analysis on disturbing issues in substitute teachers’
career development”, Journal of National Taichung University Education, Vol. 26 No. 2,
pp. 1-24.

Cheng, J.N. (2004), “The influential model of teachers’ OCB in elementary and junior high
schools”, Journal of National Taiwan Normal University, Vol. 49 No. 1, pp. 41-62.

Clugston, M., Howell, J.P. and Dorfman, P.W. (2000), “Does cultural socialization predict multiple
bases and foci of commitment?”, Journal of Management, Vol. 26 No. 1, pp. 5-30.

Combs, J., Yongmei, L., Hall, A. and Ketchen, D. (2006), “How much do high-performance work
practices matter? A meta-analysis of their effects on performance”, Personnel Psychology,
Vol. 59 No. 3, pp. 501-528.

Dalal, R.S. (2005), “A meta-analysis of the relationship between organisational citizenship
behavior and counterproductive work behaviour”, Journal of Applied Psychology, Vol. 90
No. 6, pp. 1241-1255.

Darley, J.M. and Latané, B. (1968), “Bystander intervention in emergencies”, Journal of Personality and
Social Psychology, Vol. 8 No. 4, pp. 377-383.

Deem, R. (1998), “New managerialism and HE: the management of performances and cultures in
universities in the UK”, International Studies in Sociology of Education, Vol. 8 No. 1, pp. 47-70.

Diefendorff, J.M., Brown, D.J., Kamin, A.M. and Lord, R.G. (2002), “Examining the roles of job
involvement and work centrality in predicting organisational citizenship behaviors and job
performance”, Journal of Organisational Behaviour, Vol. 23 No. 1, pp. 93-108.

DiPaola, M. and Tschannen-Moran, M. (2001), “Organisational citizenship behavior in
schools and its relationship to school climate”, Journal of School Leadership, Vol. 11
No. 5, pp. 424-447.

Dulac, T., Coyle-Shapiro, J.A., Henderson, D.J. and Wayne, S.J. (2008), “Not all responses to breach
are the same: the interconnection of social exchange and psychological contract processes
in organisations”, Academy of Management Journal, Vol. 51 No. 6, pp. 1079-1098.

(The) Economist (2015), “Asia’s new family values”, (The) Economist, available at: www.
economist.com/news/asia/21661805-europe-shows-how-asias-demographic-crisis-might-
correct-itself-asias-new-family-values (accessed 11 April 2016).

923

A study of
primary school

teachers in
Taiwan

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

12
 0

7 
N

ov
em

be
r 

20
16

 (
PT

)

www.economist.com/news/asia/21661805-europe-shows-how-asias-demographic-crisis-might-correct-itself-asias-new-family-values
www.economist.com/news/asia/21661805-europe-shows-how-asias-demographic-crisis-might-correct-itself-asias-new-family-values
www.economist.com/news/asia/21661805-europe-shows-how-asias-demographic-crisis-might-correct-itself-asias-new-family-values
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2Fjob.123&isi=000173618600006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.2044-8325.1990.tb00506.x&isi=A1990CT35300001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.90.6.1241&isi=000233537100015
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F09585192.2010.483852&isi=000279328600006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2Fh0025589&isi=A1968B016700012
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2Fh0025589&isi=A1968B016700012
http://www.emeraldinsight.com/action/showLinks?crossref=10.5465%2FAMJ.2008.35732596&isi=000262242800003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0022-3514.51.6.1173&isi=A1986F285400010
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0022-3514.51.6.1173&isi=A1986F285400010
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2FS0149-2063%2899%2900034-3&isi=000085924900002
http://www.emeraldinsight.com/action/showLinks?crossref=10.7202%2F1018437ar&isi=000322725900006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F0962021980020014
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2Fjob.187&isi=000181372900003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1744-6570.2006.00045.x&isi=000240657200001


Freitas, W.R.D., Jabbour, C.J.C. and Castro, R.D. (2011), “Best practices of human resource
management at Brazil’s top universities: case studies”, European Journal of Scientific
Research, Vol. 48 No. 4, pp. 719-733.

Gautam, T., Dick, R.Y., Upadhyay, N. and Davis, A.J. (2005), “Organisational citizenship
behaviour and organisational commitment in Nepal”, Asian Journal of Social Psychology,
Vol. 8 No. 3, pp. 305-314.

Guest, D.E. (2011), “Human resource management and performance: still searching for some
answers”, Human Resource Management Journal, Vol. 21 No. 1, pp. 3-13.

Haley, K.J. and Fessler, D.M.T. (2005), “Nobody’s watching? Subtle cues affect generosity
in an anonymous economic game”, Evolution and Human Behaviour, Vol. 26,
pp. 245-256.

Hemsley-Brown, J., Melewar, T.C., Nguyen, B. and Wilson, E.J. (2016), “Exploring brand identity,
meaning, image, and reputation (BIMIR) in higher education: a special section”, Journal of
Business Research, doi: 10.1016/j.jbusres.2016.01.016.

HMI (2011), “The annual report of Her majesty’s chief inspector of education, children’s services
and skills 2006/07”, (Ref: HMI 20070035), available at: www.ofsted.gov.uk/publications/200
70035.4ict (accessed 28 December 2010).

Hobman, E.V. and Bordia, P. (2006), “The role of team identification in the dissimilarity-conflict
relationship”, Group Processes & Intergroup Relations, Vol. 9 No. 4, pp. 483-507.

Hoel, H., Glasø, L., Hetland, J., Cooper, C.L. and Einarsen, S. (2010), “Leadership styles as
predictors of self-reported and observed workplace bullying”, British Journal of
Management, Vol. 21 No. 2, pp. 453-468.

Homans, G.C. (1958), “Social behavior as exchange”, American Journal of Sociology, Vol. 63
No. 6, pp. 597-606.

Hui, C., Lam, S.S.K. and Law, K.K.S. (2000), “Instrumental values of organisational citizenship
behaviour for promotion”, Journal of Applied Psychology, Vol. 85 No. 5, pp. 822-828.

Johnason, P. (2009), “HRM in changing organizational contexts”, in Collings, D.G. and Wood, G.
(Eds), Human Resource Management: A Critical Approach, Routledge, London, pp. 19-37.

Kim, E. and Glomb, T.M. (2014), “Victimization of high performers: the roles of envy and work
group identification”, Journal of Applied Psychology, Vol. 99 No. 4, pp. 619-634.

Kim, C.K., Han, D. and Park, S.B. (2001), “The effect of brand personality and brand identification
on brand loyalty: applying the theory of social identification”, Japanese Psychological
Research, Vol. 43 No. 4, pp. 195-206.

Kuo, C.-C., Chang, K., Quinton, S., Lu, C.-Y. and Lee, I. (2015), “Gossip in the workplace and the
implications for HRmanagement: a study of gossip and its relationship to employee cynicism”,
International Journal of Human Resource Management, Vol. 26 No. 18, pp. 2288-2307.

Kuo, S.F. (2013), “Effectiveness analysis of planning policies in the amount of teacher education in
Taiwan”, Journal of Research on Measurement and Statistics, Vol. 21, pp. 61-86.

Kwantes, C.T. (2003), “Organisational citizenship and withdraw behaviours in the USA and
India”, International Journal of Cross Cultural Management, Vol. 3 No. 1, pp. 5-26.

Li, X., Frenkel, S. and Sanders, K. (2011), “How do perceptions of the HR system affect employee
attitudes. A multi-level study of Chinese employees”, International Journal of HR, Vol. 22
No. 8, pp. 1823-1840.

Liden, R.C., Wayne, S.J. and Stilwell, D. (1993), “A longitudinal study on the early development of
leader-member exchanges”, Journal of Applied Psychology, Vol. 78 No. 4, pp. 662-674.

Lin, S. and Lamond, D. (2014), “Human resource management practices in Chinese organisations”,
Chinese Management Studies, Vol. 8 No. 1, pp. 2-5.

924

ER
38,6

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

12
 0

7 
N

ov
em

be
r 

20
16

 (
PT

)

www.ofsted.gov.uk/publications/20070035.4ict
www.ofsted.gov.uk/publications/20070035.4ict
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2Fa0035789&isi=000339397300006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1470595803003001847
http://www.emeraldinsight.com/action/showLinks?crossref=10.1086%2F222355&isi=A1958CAT1500004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2F1468-5884.00177&isi=000172307600004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2F1468-5884.00177&isi=000172307600004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1467-839X.2005.00172.x&isi=000233205600006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.85.5.822&isi=000089893000013
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F09585192.2014.985329&isi=000357734000002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1748-8583.2010.00164.x&isi=000294734800002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.78.4.662&isi=A1993LV18800012
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1368430206067559&isi=000242158800003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2Fj.evolhumbehav.2005.01.002&isi=000229360200003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FCMS-04-2014-0090&isi=000341703200001
http://www.emeraldinsight.com/action/showLinks?isi=000277619600014
http://www.emeraldinsight.com/action/showLinks?isi=000277619600014


Lu, C.Y. (2006), “HR practice and its impact on school efficacy enhancement”,
School Administration Research, Vol. 43, pp. 82-95.

Mael, F. and Tetrick, L. E. (1992), “Identifying organizational identification”, Educational and
Psychological Measurement, Vol. 52 No. 4, pp. 813-824.

Martin, R. and Epitropaki, O. (2001), “Role of organizational identification on implicit leadership
theories (ILTs), transformational leadership and work attitudes”, Group Processes &
Intergroup Relations, Vol. 4 No. 3, pp. 247-262.

Melewar, T.C. and Nguyen, B. (2015), “Five areas to advance branding theory and practice”,
Journal of Brand Management, Vol. 21 No. 9, pp. 758-769.

Melewar, T.C., Nguyen, B. and Abimbola, T. (2013), “Corporate branding, identity, image and
reputation (COBIIR)”, Marketing Intelligence and Planning, Vol. 31 No. 5.

Meyer, J.P. and Allen, N.J. (1997), Commitment in the Workplace: Theory, Research and
Application, Sage, Thousand Oaks, CA.

Nguni, S., Sleegers, P. and Denessen, E. (2006), “Transformational and transactional leadership
effects on teachers’ job satisfaction, organisational commitment, and OCB in primary
schools: the Tanzanian case”, School Effectiveness and School Improvement, Vol. 17 No. 2,
pp. 145-177.

Organ, D.W. and Konovsky, M. (1989), “Cognitive versus affective determinants of
organisational citizenship behaviour”, Journal of Applied Psychology, Vol. 74 No. 1,
pp. 157-164.

Organ, D.W., Podsakoff, P.M. and MacKenzie, S.B. (2006), Organizational Citizenship Behavior:
Its Nature, Antecedents, and Consequences, Sage, Beverly Hills, CA.

Paauwe, J. (2009), “HR and performance: achievement, methodological issues and prospects”,
Journal of Management Studies, Vol. 46 No. 1, pp. 129-142.

Podsakoff, P.M., Ahearne, M. and MacMenzie, S.B. (1997), “OCB and the quantity and
quality of work group performance”, Journal of Applied Psychology, Vol. 82 No. 2,
pp. 262-270.

Podsakoff, P.M., MacKenzie, S.B. and Podsakoff, N.P. (2012), “Sources of method bias in social
science research and recommendations on how to control it”, Annual Review of Psychology,
Vol. 63 No. 1, pp. 539-569.

Podsakoff, P.M., MacKenzie, S.B., Lee, J.Y. and Podsakoff, N.P. (2003), “Common method biases in
behavioral research: a critical review of the literature and recommended remedies”, Journal
of Applied Psychology, Vol. 88 No. 5, pp. 879-903.

Podsakoff, P.M., MacKenzie, S.B., Paine, J.B. and Bachrach, D.G. (2000), “Organizational
citizenship behaviors: a critical review of the theoretical and empirical literature
and suggestions for future research”, Journal of Management, Vol. 26 No. 3,
pp. 513-563.

Potocki-Malicet, D., Holmesland, I., Estrela, M. and Veiga-Simao, A. (1999), “The evaluation of
teaching and learning”, European Journal of Education, Vol. 34 No. 3, pp. 299-312.

Reynolds, W.M. (1982), “Development of reliable and valid short forms of the Marlowe-Crowne
social desirability scale”, Journal of Clinical Psychology, Vol. 38 No. 1, pp. 119-125.

Selden, S.C., Ingraham, P.W. and Jacobson, W. (2001), “Human resource practices in state
government: findings from a national survey”, Public Administration Review, Vol. 61 No. 5,
pp. 598-607.

Smeenk, S., Teelken, C., Eisinga, R. and Doorewaard, H. (2009), “Managerialism, organizational
commitment, and quality of job performances among European university employees”,
Research in Higher Education, Vol. 50 No. 6, pp. 589-607.

925

A study of
primary school

teachers in
Taiwan

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

12
 0

7 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.74.1.157&isi=A1989T193800020
http://www.emeraldinsight.com/action/showLinks?crossref=10.1146%2Fannurev-psych-120710-100452&isi=000299709900021
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2F1097-4679%28198201%2938%3A1%3C119%3A%3AAID-JCLP2270380118%3E3.0.CO%3B2-I&isi=A1982MZ06700017
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2Fmip.2013.02031eaa.001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.88.5.879&isi=000185539000008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.88.5.879&isi=000185539000008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2F0033-3352.00130&isi=000171037000007
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0013164492052004002&isi=A1992KC75800002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0013164492052004002&isi=A1992KC75800002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1467-6486.2008.00809.x&isi=000261619600008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F014920630002600307&isi=000088751800006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1368430201004003005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1368430201004003005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1007%2Fs11162-009-9132-0&isi=000267223700004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F09243450600565746&isi=000238193500002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.82.2.262&isi=A1997WU20100006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F01418219999304
http://www.emeraldinsight.com/action/showLinks?crossref=10.1057%2Fbm.2014.31


Smeenk, S.G.A., Eisinga, R.N., Teelken, J.C. and Doorewaard, J.A.C.M. (2006), “The effects
of HR practice and antecedents on organisational commitment among university
employees”, International Journal of Human Resource Management, Vol. 17 No. 12,
pp. 2035-2054.

Smoech, A. and Drach-Zahavy, A. (2004), “Exploring organisational citizenship behaviour from
an organisational perspective: the relationship between organisational learning and OCB”,
Journal of Occupational and Organisational Psychology, Vol. 77 No. 3, pp. 281-298.

Spector, P. (2006), Industrial and Organisational Psychology – Research and Practice, 4th ed., John
Wiley & Sons, Hoboken, NJ.

Spreitzer, G.M. (1995), “Psychological empowerment in the workplace: dimensions, measurement,
and validation”, Academy of Management Journal, Vol. 38 No. 5, pp. 1442-1465.

Sujchaphong, N., Nguyen, B. and Melewar, T.C. (2016a), “Towards a branding oriented higher
education sector: an overview of the four perspectives on university marketing studies”,
The Marketing Review, Vol. 16 No. 2 (in press).

Sujchaphong, N., Nguyen, B. and Melewar, T.C. (2016b), “Employee brand support,
transformational leadership and brand-centred training of academic staff in business
schools”, in Nguyen, B., Melewar, T.C. and Schultz, D.E. (Eds), Asia Branding: Connecting
Brands, Consumers and Companies, Palgrave Macmillan.

Tepper, B.J., Moss, S.E. and Duffy, M.K. (2011), “Predictors of abusive supervision: supervisor
perceptions of deep-level dissimilarity, relationship conflict, and subordinate performance”,
Academy of Management Journal, Vol. 54 No. 2, pp. 279-294.

Tran, M.A., Nguyen, B., Melewar, T.C. and Bodoh, J. (2015), “Exploring the corporate image
formation process”, Qualitative Market Research: An International Journal, Vol. 18 No. 1,
pp. 86-114.

Wright, S.P., Horn, S.P. and Sanders, W.L. (1997), “Teacher and classroom context effects on
student achievement”, Journal of Personnel Evaluation in Education, Vol. 11 No. 1,
pp. 57-67.

Zhao, H. (2014), “Relative leader-member exchange and employee voice: mediating role of
affective commitment and moderating role of Chinese traditionality”, Chinese Management
Studies, Vol. 8 No. 1, pp. 27-40.

Corresponding author
Bang Nguyen can be contacted at: bang.london@gmail.com

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

926

ER
38,6

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

12
 0

7 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F09585190600965449&isi=000243787600005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1023%2FA%3A1007999204543
http://www.emeraldinsight.com/action/showLinks?crossref=10.1348%2F0963179041752709
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FCMS-01-2013-0016&isi=000341703200003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FCMS-01-2013-0016&isi=000341703200003
http://www.emeraldinsight.com/action/showLinks?crossref=10.5465%2FAMJ.2011.60263085&isi=000290740100004
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256865&isi=A1995TE38800011
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FQMR-05-2014-0046&isi=000355740600006

