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ABSTRACT

This study considers both the positive and possible negative impacts of high
performance work systems (HPWS) by investigating their relationship with job
demands, job satisfaction and job search behavior. The parallel mediation effect of
job satisfaction and physiological job demand on the link between HPWS and job
search behavior is also examined. Data was collected in two phases from 22 branches
of Iranian private banks from 269 employees in 2016. Results from a covariance -
based structural equation modeling (CB-SEM) shows that HPWS positively relates
to job satisfaction, physiological job demand and job search behavior. Job
satisfaction negatively relates to job search behavior and also mediates the link
between HPWS and job search behavior. However, job demand did not have any
mediation effect on the link, which means that employees exposed to high job
demand do not necessarily engage in the search for alternative jobs. The results offer
practical implications for managers and policy makers in the service industry to
balance between job demands — resources in workplace and provide adequate

resources for their employees to buffer specific negative effects of job demands.

Keywords: Service industry, job satisfaction, job demand, job search behavior.



0z

Calismada Yiiksek Performansli Is Sistemlerinin (YPIS) olumlu ve muhtemel
olumsuz etkileri is yiikii, is tatmini, ve is arama davranislari ile iliskileri incelenerek
ele alinmaktadir. YPIS ve is arama davranislar arasindaki ilski {izerinde is tatmini ve
psikolojik is yiikiiniin aracilik etkisi de incelenmektedir. Veriler iki asmada Iran
bankalarindan 269 calisandan 2016 yilinda toplanmistir. Yapisal Esitleme Modeli
kullanilarak yapilan analiz sonucunda YPIS ve is tatmini, psikolojik is yiikii, is
arama davranisi arasinda iliski oldugu belirlenmistir. Is tatmini ve is arama davranisi
arasinda olumsuz bir iliski bulunmaktadir ve YPIS ile is arama davranis1 arasindaki
iligkiye de aracilik etmektedir. Ancak, is yiikiiniin beklenen aracilik etkisi
goriilmemistir. Buna gore is yikii artis1 tek basina is arayisina yol agmamaktadir.
Calismanin sonuglari, hizmet sektorii yoneticileri icin pratik bazi ¢ikarimlar
icermektedir. Is yiikiiniin olumsuz etkilerinden ¢alisanlarin1 korumak igin artan is

yiikii ile kaynaklar arasinda bir denge olusturulmasi gerekmektedir.

Anahtar Kelimeler: Servis sektori, Is tatmini, Is yiikii, Is arama davranislari.
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Chapter 1

INTRODUCTION

1.1 Research Philosophy

A review of the emergence of Human Resource Management in different countries
demonstrates that HRM is perceived divergently by organizations in the developed
and the developing countries. While developed countries view their human resource
as a valuable asset and precious source of competitive advantage and also HRM as
vital strategic function; in contrast, developing countries view the HRM still as
administration basic personnel tasks and have not yet made the link between
different HRM functions and improved individual performance. Hence, development
and perception of HRM strategies and practices in each country is unique; it can be
shaped by various factors base on national, environmental, cultural and morale
differences. Organizations are urged to find the right balance of human resource
management practices to deal with all those differences, develop their human capital;
manage employees’ psychological resources, attitude and behaviors and lastly

improve organizational performance.

High-performance HR practices (high commitment or high involvement HR
practices) are the principal means which help firms to influence and shape
knowledge, skills and the behaviors of their employees to accomplish organizational

aims and goals (Chiang et al., 2014) .



High-Performance work systems (HPWS) are generally referred as a system of
interrelated HR practices seeking to select, manage and retain the top human capital
(Lepak et al., 2006). HPWS comprise training, participation, incentivized
compensation, selective staffing and flexibility (Pfeffer, 1998) and are believed to be
linked to greater job satisfaction, lower turnover, higher productivity and improved
decision making (Combs et al., 2006). Bowen and Ostroff, in 2004 developed a
framework for having a better understanding of HRM practices as a system which
can support firm performance by enhancing the motivation among the employees to
adopt preferred attitudes and behaviors with the intention of strategic goals

achievement.
1.2 Statement of the Problem

Through the review of the literature, it is found that most of the studies about HPWS
are focused on positive impacts of HR practices in organizations, and there are
relatively few studies on their negative influence (e.g. Page et al., 2018). The
research on the positive outcome variables of HPWS is very extensive; such as lower
turnover (Batt, 2002) improved service performance and more commitment (Chuang
& Liao, 2010). HR practices, as a collection of management practices, are
extensively believed to help communicate organizational values (Mostafa, 2017). In
other study by Boselie et al., (2003), Good HR practices are conceptualized to be
“signals” from managers to employees; that communicate the organization’s policies,
expectations and intentions. For instance, training signals to employees that the
company is willing to invest in and promote its employees; promotion opportunities
signal that company observes and values its individual workers’ contributions

(Kundu & Gahlawat, 2016). Thus, the conventional viewpoints state that HPWS



benefit and improve employee well-being, which in turn leads in greater

organizational performance.

On the other side, some scholars skeptically oppose this view and declare that HPWS
always do not have the expected positive effect on employee well-being. The
relationship between HPWS and employee performance may not be a linear
relationship; there seems to be other variables in between, some mediating variables
or adjusting variables that can make influence, and they can lead negative
consequences such as strain and higher workloads (e.g., Van De Voorde et al., 2012),
work intensification, work demands and more stress (Garcia-chas & Neira-fontela,
2016). Therefore, Critical and condemnatory views argue that HPWS necessarily are
not “good” for all employees all the time, because ultimately, HPWPs are kind of
management tools designed to control employees and the primary goal is
accomplishing better outcomes and results for the company’ benefit (Greenwood,
2002; Luther, 2000). Henceforth, the influence mechanism of HPWS’s work
performance on employees is still a black box (Yi et al., 2018). So, there is dearth of
studies for more investigation on not only the positive but also the possible negative
effects of HPWS in the organizations, mainly at the individual level through
understanding the process where HPWS affects individual attitudes and behaviors
(e.g. Harley et al., 2010; Van De Voorde & Beijer, 2014). Moreover, in spite of the
growing body of research on high performance work systems (HPWS), and overflow
studying on positive Impacts confirm that the high-performance work system can
bring about a series of positive changes for the organization; there is lack of evidence
on their implementation of HPWS and the negative influence on employee outcomes
(Peccei et al., 2013) in developing countries (Ayentimi et al., 2018) and specifically

in service sectors (Harley et al., 2007).



In many developing countries such as Iran, despite young, well-educated human
capital, lack of appropriate HRM systems has negative effects on, not only the
human resource but also organizational performance. Many talented and smart
workforces are suffering from inefficient HRM systems. Inappropriate HRM
practices can leave them discouraged and hopeless. So, for many of them, financial
or economic motives are the main reasons to keep them in work, not their interest or

desire. This will have huge cost and negative impact for organizations.

Although, Iranian private sectors are seeking and welcoming Modern Western HRM
practices, but the adoption and adjustment of these practices is not quite easy and
applicable due to different factors. For instance, cultural and national factors,
religious beliefs or perspectives. So, for applying and having an efficient HRM
systems in developing countries such as Iran, many hidden features must be

considered.

However, Iran was successful in expanding education but still has many difficulties
in translating this rising educated human resource into a highly productive skilled
work force. The consensus in all the planning efforts is that there is still a need to
capitalize on Iran’s economic, social and human resource strengths. Consequently,
the emphasis should be on management and development of the human resources.
This requires more effective structures in organizations, better use of human capital
and diminishing brain drain which are only possible with effective HRM policies and
practices (Namazie & Frame, 2007). Prior findings of Namazie (2000, 2006)
suggested that, developing economies such as Iran, view HRM practices as mere
administrative processes e.g. basic personnel tasks, ranging from controlling and

administering rules for payroll management, not as a strategic function meant to gain



competitive advantage. Hence, there is a need to explore to what extent the practices
of HRM used as a competitive advantage can influence employee’s attitudes and

behaviors in Iranian context.

1.3 Purpose, Significance and Contribution of the Study

Based on the aforementioned research background, this study primarily focuses on
the impact mechanism of HPWS on individual attitudinal and behavioral

performance in developing country, Iran.

The major purpose of this research is to further our understanding of the relationship
between HRM practices and employees negative behavior (JSB). Specifically, |

considered the role of Psychological Job Demand and Job Satisfaction.

. Job Satisfaction
High performance work

systems

e  Selective Staffing

e Extensive Training

e Internal Mobility Job Search Behavior

e Employment Security

e Clear Job Description &
Performance Appraisal

e Incentive Reward

e Participation

Psychological Job Demand

Figure 1. Conceptual Model



In term of theoretical point of view, this study can enrich HPWS research on the
mechanism of employees’ performance; it can enrich the research of Conservative
Resource Theory (COR) and Psychological Job Demand, and enrich the research of
application of HPWS in developing country. Practically, the intermediary role of Job
Satisfaction can be useful for organization practitioners to figure out the relationship
between Job Satisfaction and employees’ negative behavior such as Job Search

Behavior.

The significant and contributions of current thesis can be divided into three aspects:

First of all, this study can help managers to value HPWS, to design more adaptable
and practical human resource practices compositions by considering the different
characteristics of each organization based on employees’ perspective, culture,
religion and organizational resources. How managers can organize HPWS

compositions to support the employees’ need.

Secondly, according COR theory, managers by providing valuable resources can
inspire employees; and make them more resistance in face of intensive job demand
and can help them to improve their performance in practical works and decrease
negative Job Search Behavior. The current study extends the existing literature by
studying Job Search Behavior in a sample of employed individuals in service sector

of developing country.

Additionally by recognizing the influence of job satisfaction on relationship between
HPWS and employees behaviors can guide managers and policy makers to improve
organization’s performance, therefore, it can create more benefit for organization and

keep an invincible position in market competition.



1.4 Research Aims and Objectives

In line with prior research recommendations, the current study aims to investigate the
effects of HR practices on work—attitudes such as Job Satisfaction (JSAT),
Physiological Job Demand (PJD) and work-related behaviors of employees such as
Job Search Behavior (JSB). PJD such as emotional demands, high work pressure,
and role ambiguity may cause exhaustion, sleeping problems, and impaired health
among employees (e.g., Halbesleben & Buckley, 2004). Based on a study by Alarcon
(2011), higher demands, limited resources, and reduced adaptive organizational
attitudes are correlated with withdrawal behaviors. HPWS was found to be
associated with turnover (Jiang et al., 2012), similarly, JSAT and PJD were found to
be related to turnover (Alarcon, 2011). Hooft and colleagues (2004) emphasized that
the initial step for turnover is a behavior of looking for new employment also known
as Job Search Behavior. JSB is defined as “behavior through which effort and time
are expended to acquire information about labor market alternatives and to generate
employment opportunities” (Boswell et al., 2012, p. 129). JSB is an activity related
to identifying job opportunities and collecting information about job alternatives that

one selects (Barber et al., 1994).

A recent stream of empirical research has shown evidence that employees’
evaluations of HR activities are indeed important to achieve insight in relationships
between endorsed HRM and employee outcomes (e.g. Den Hartog et al., 2013).
Hence, it is necessary to explore employees’ perception of HPWS in addition to
management to understand the psychological process through which HPWS
influences individual employees’ human capital, motivation, and behaviors (Lepak et

al., 2006). The present study seeks to address this research gap by examining both



positive and negative impacts of HPWS in the work place. Accordingly, the main

aims and objectives of this study are to answer following questions:

Does employee’s perception of HPWS lead to employee’s negative behavior
such Job Search Behavior through higher Job Demands?

How Job Satisfaction and valuable resources in organizations can diminish or
buffer negative effect of HPWS and Psychological Job demand?

In a global setting, a main question is whether HRM practices that work in
one country work the same in other countries. How companies can adjust
with the potential culture clash between the HRM values of the West and
those of developing (Muslim) countries. This research is trying to investigate
what the potential outcomes and influence of these very significant
differences might be on application and consequence of HPWS in developing
countries such as Iran. Firms in developing countries ought to use their

advantages in leveraging HPWS to improve employee’s performance.

1.5 Research Outline and Structure

This research is comprised of six chapters and its structure is as follows:

Chapter one consists of introductory part of the study. It presents the research

philosophy and the background of the study. Statement of the problem, purpose,

significance and main contributions of the study. Research aims and objectives.

Chapter two focus on the relevant literature review, theoretical background of

research variables, what has been studied and found by previous scholars and

practitioners regarding proposed variables.



Chapter three presents theoretical model and hypothesis. It depicts theoretical
frameworks and hypothetical interaction of proposed relationships and variables and

provide theoretical evidence to explain and support the research hypotheses.

Chapter four is about the methodological approach and conceptual model employed
in current study. This section provides information about how the research was
conducted. Brief explanation about sampling and procedures. The reasons to choose
the current sampling methods in our study. What is CMV and how we deal with it.

The variables measurements and scales, and the applied analytics methods.

Chapter five presents the data analysis and empirical results and findings of the

current study.

In the last chapter, summary and discussion about findings will be indicated. It also
mentions the theoretical contributions and managerial implications and some

limitations of study. Lastly some recommendations for future studies are suggesting.



Chapter 2

LITERATURE REVIEW AND THEORETICAL

BACKGROUND

The aim of this chapter is to mention the main perspective regard to High
Performance Work Practices from early stage of study on HRM. Existing literature
of the given HPWS in service sector will be discussed and thereafter, HPWS in Iran
and Islamic point of view will be examined, additionally in detail each of the high
performance management practices in Iranian context will be mentioned: Selective
Staffing, Extensive Training, Internal Mobility, Employment Security, Clear Job
Description and Performance Appraisal, Incentive Rewards and Participation. Other
proposed variables in the current study will be explained: Job Satisfaction,

Psychological Job Demand and Job Search Behavior accordingly.
2.1 The Theoretical Foundation of HPWS

Since 1990s various theories and approaches have been evolved in regards to the
effect of HRM practices on competitive advantages and improved performance in
organizations. Two main approaches that many researches have been based upon are
“universalistic” or best practice approach and “‘contingency ” approach.

2.1.1 Universalistic Perspective

In late 1990s, on the early HRM studies, scholars have lunched some particular set of
best HRM practices for firms to manage their employees regardless the industries or

what strategies practices firms applied (Pfeffer, 1998). In fact, regardless of the

10



context, it was assumed that any organization can improve its performance if adopts

the “best practice”.

Pfeffer in 1998 outlined list of seven best HRM dimensions and declared all these
HR practices are crucial for any organizations which peruse the improvement of their
performance. These practices consist of selective hiring, participating in decision-
making, and training, high compensation, information sharing, self-managed team
and reduced status distinction. Huselied (1995) had similar list of HR practices but
added selection ration, promotion and average training hours. Later on, Delery and
Doty in (1996) applied universalistic perspective “best practices” and examined the
linear relationship between those practices and financial performance index.
Osteman in 1994 studied the “innovation work practices” such as problem solving

groups, quality management, job rotation and self-directed team.

This universalistic approach has been advanced by the work of Appelbaum et al.,.
(2000) and Purcell and Hutchinson (2007) to a well-known model of AMO (ability-
motivation-opportunity). HPWS are schemed to improve the knowledge, skills and
abilities (KSA) of workforces and is designed to motivate employees to invest
additional effort, time, and discretionary. For example, employees’ ability can be
enhanced by job design, compensation and personal development and training.
Employees’ motivation can be improved by incentive payment, reward system,
participation in decision making, flexible work schedules, authority on the job and

opportunity to participate practices (Saridakis and Cooper, 2017).

11



Later on many empirical studies results, supported the idea of universalistic
perspective to extract certain HR practices. In example, Wu and Chaturedi (2009);
examined the significant positive relationship between HRM practices such as
selectivity, performance-related pay formal appraisals, internal career opportunities,
empowerment, and comprehensive training and organizational productivity; or in
another study, Sheehen (2014) found HR practices such as recruitment and selection,
performance-based pay, development, employee participation, performance appraisal
training, significantly enhanced the profitability innovation, and decrease employees

turnover.

To sum up, the main idea of “universalistic perspective” is that every firm should
adopt these “best” practices to improve their performance and outcome (Colbert
2004). This perspective has gradually evolved to form the broad term of “HPWPs”.
Since pioneer statistically analyzed studies on HRM and performance was
established in the 1990s (Huselid, 1995; Macduffie, 1995), abundance of HRM
scholars has tried to illustrate that a set of or bundle of HR practices or High
Performance Work Practices in strategic HRM can improve firm performance.
HPWPs are conceptualized as a “set of distinct but interrelated HRM practices and
policy, rather than sole HRM practices” with purpose to “select, develop, retain, and

motive” employees to acquire firm goals (Guthrie et al., 2004).

Albeit, extensive published studies are indicating the positive association between
HRM and firm performance, still there is difficulty to understand to illustrate the
casual link (e.g. George Saridakis, 2017). There are many arguments about

“universalistic approach” such as HRM best practices can be imitated by many rival

12



organizations, or this approach does not consider the contextual environment and
rarely considers the interaction between HRM and other organizational variables.
Unsuccessful attempts of many organizations to apply the “best-practice” approach
in different context outside of US and UK are also practical evidence of those
objections.(Boselie et al., 2005; Khatri, 2000) Therefore, alternative approach have
been introduced.

2.1.2 Contingency Perspective

More sophisticated perspective of HPWS is “contingency perspective”, also widely
known as “the configurational perspective” of HRM. This approach is focusing on
different factors and conditions base on the type of employee, internal and external
situations of a firm, the impact of culture, managerial approach, and local context
and organizational setting (e.g. size). In other words, this approach is declaring that
relationship between HPWS and performance is not straight linear, many mediation
or moderation variables of contextual setting with particular characteristics can
influence performance outcome (Delery and Doty, 1996). So, there is no specific
universal best practice applicable for all organizations. Consequently, each HPWS
practices must be contingent and fit base on organizations actual situation, such as
national cultural difference (Rabl, 2014), industrial environment and context (chi,

2011).

Study by Combs et al.,(2006) revealed that, HPWS are more effective in
manufacturing sector rather than in service sector. Manufacturing companies rely
more on organization specific competencies and adoption to technological changes
(evans, 2005), as the operation in manufactures are more complex in comparison to

the service sectors.

13



In service companies, it is really crucial to motivate the service employees to interact
with customers elegantly. Employees need certain discretion to be able to satisfy
customer’s different needs (Bown, 2002); therefore, contingency effect of different
industrial context is inevitable and differentiated HPWS should be applied in
different sectors. HPWS can positively influence performance in many cases, but
there is possibility that effect of HPWS can be zero or negative in different context,
due to various mediating or moderating effects such as environmental factors,
national culture of host (adopted) country (Rabl, 2014); consequently, firms must be
cautious to adopt and adjust HPWS to possible contingency features, and apply

favorable interactions with all these different factors for desired outcomes.
2.2 High-Performance Work Systems and the Service Sector

According to management theory, one of the main strategies for service
organizations is to focus on providing high quality service to enhance customer
satisfaction (Porter, 1980). If organizations desire high-quality service from front-
line employees, they need to design a work system that ensures employees have the
proper knowledge, skills, motivation and abilities to meet customer demands. Service
employees are closer to customers, thus, the effects of HPWPs on employee behavior
can directly influence quality (Batt, 2002). Finally, since organizations are under
constant pressure to improve the efficiency of their services, understanding the facets
that are related to attitudes and behaviors is vital, as these outcomes are considered

crucial to improving organizational delivery of services (Taylor, 2013).

Based on the framework of HPWS defined by Sun et al. (2007), the current study

evaluates how HPWS effectively relates to employees’ work attitudes and behaviors

14



in banking service sector in Iran as a system of human resource practices designed to
boost employees’ motivation, competencies and performance. This study develops
and tests hypotheses regarding the withdrawal behaviors of individuals as a negative
phenomenon in banks alongside the generally expected positive influence of HRM
practices on employees’ behavior.

2.3.1 High Performance Work Practices in Iran and Islamic Point of View

The existing literature on HR practices in general rely on data from companies that
operate in the Western world. Posthuma et al. (2013) have mentioned that the
development of HPWS has received very little attention in different cultural contexts.
However, cultural differences can alter the nature of HPWS effects on employee’s
work behaviors and attitudes (Robert et al., 2000) and thus the resulting competitive
advantages would be different in different cultural contexts (Kundu & Gahlawat,
2016). Policy makers and HR specialists in Islamic countries are struggling to apply
and fit in the imported approaches from the Western cultures (Karim et al., 2017),
failures in duplicating western HR practices to get desired results in other cultures
have triggered scholars (Punnett, 2015) to advocate considering local culture and
value sets in designing HR practices. There is a question whether Western HR
practices are effective in Iran as an Islamic country with composite cultural
characteristics such as high collectivism, high preferences for avoiding uncertainty,
hierarchical structured and restrained society. Islamic countries are dealing with the
problem of religious duties and norms in the face of Western management ideas and
solutions (Ali, 2010). Recently, there has been increasing interest focused on Islamic
Work Ethics and its impact on organizations in terms of employee satisfaction and
loyalty (Ali et al., 2007), Islamic finance (Cheng & Liu, 2009), and Islamic

leadership (Kalmbach, 2015). However, there is still lack of studies in Islamic

15



management and HRM in Islamic contexts (Khan et al., 2015; Habib R. & Malik,
2016). Human resource management needs to be studied in Islamic societies since
many assumptions about attitudes, behaviors and achievement will differ from

secular societies (Ramadani et al., 2017).

Human resource practices are affected by religious issues in terms of how to behave
with employees properly, determining what is right and wrong, equal employment
opportunities, job security, participative in decision making, punishment and
rewards, work and spirituality, employee relations and other areas that we may
directly and indirectly relate to human resource management practices (Fesharaki, F.,

& Sehhat, S. 2018; Paloutzian et al., 2014).

Some aspects of HRM in the Islamic context may be very similar to general HRM
practices. For example, Islam calls to justice in all aspects of private and social lives
(Askari, 2014), and that workforce should be treated humanely to increase
satisfaction and commitment. In recruitment and selection, the Islamic standards for
selection into the vacant position requires that ability and merit are considered
(Ahmad, 1995). However, there are verses in Quran that also emphasize the

importance of trustworthiness as key criteria to look for in potential job applicants.

One of the distinctive characteristics of the Islamic concept of HRM is that it needs
to cover all aspects of human life and is not only limited to the material exchange in
the working relationship, but deals with social and spiritual aspects of life. Although
some similarities can be found in Islamic Work Ethics and other religious and secular
value systems, we also see some very unique beliefs and teachings that would be

important for developing HRM policies in the Islamic context. One such belief is that
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work is considered as worship and the perfecting of work is seen as a religious duty

(Ali, 2009).

Knowledge and increasing knowledge is a very important responsibility for the
individuals in Islam and thus training and development as a way to transfer
knowledge has to receive close attention in human resource management in
organization (Fesharaki, F., & Sehhat, S., 2018).Together with the concept of
fairness, Islam provides a responsibility to the employer that employees should
receive sufficient and reasonable salary based on their contributions and the

difficulty of profession (Quran - Al-Qasa:27-28).

According Holy Quran all behaviors will be recorded and evaluated and anyone will
face the consequences of their behaviors and actions (Quran - Al-Muddathir, p.38).
Therefore, assessing the performance of members or performance appraisal should
be seen as one of the most important tasks of human resource managements and can
provide valuable feedback to employees to modify and correct their activities. Also,
based on Holy Quran people will face rewards and punishment in this world and

hereafter.

Consequently, employee’s perception of human resource management practices and
the effects in Islamic countries such as Iran will differ from the Western context.
Choosing Iran has considerable implications from both managerial and theoretical
perspectives. Iran, a country with ancient cultural heritage located in a strategic
region has tremendous natural resources that require investment. It also has a

relatively large young population i.e. 82,147,166 with the median age of 30.1 years
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(worldometers.info, 2018). In previous decades, the country’s economy experienced

challenges caused by the Islamic Revolution, war and reconstruction (Behdad, 2000).

Information below is provided to mention the perception and trends regarding HPWS
subscales in Iran.

2.3.1.1 Selective Staffing

Most Iranian companies either public and private sectors do not bind themselves to
use formal recruitment or selection structure. Iranian companies mostly consider
candidate’s years of experience, qualifications and connections. One the main factor
in Iranian firms for recruitment is nepotism or hire someone who is introduces by
someone currently is working in the company. This is because of Iranian culture is
very family oriented and relationship-oriented. They believe that known person is
more loyal and committed. (Namazie et al., 2006)

2.2.1.2 Extensive Training

Among Iranian organizations, formal education is seeing as preferable form of
training and those leading to academic qualifications, such as MBAs. However, they
believe the importance of training, but there is less structural and continues training
programs. Main form of training in Iran is lecture style and didactic.

2.3.1.3 Internal Mobility

Due to Iranian cultural factor such as relationship-oriented, promoting and recruiting
the current workforce (internal), is a common practice. But internal mobility in
Iranian firms requires a transparence, clear, strong culture to encourage all

employments to explore internal mobility and develop their skills for the next role.
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2.3.1.4 Employment Job Security

Recently, due to U.S sanctions and severe economic and financial crisis on different
sectors in Iran, many employees who are currently employed, strongly feel the threat
to their job security in current market.

2.3.1.5 Clear Job Description and Performance Appraisal

Alongside international companies which is usually adopting a structural approach
and using a clearly defined job description, Iranian organizations -both private and
public sectors- also have a similar structure; but not in very detailed and formalized
structure. In Iranian companies, Performance appraisal has not had a very good
reputation in Iranian companies due to distrust of employees to their line managers
and existence of favoritism in such appraisals. Additionally in Iranian organizations,
performance appraisal is mostly used as a tool to assess people’s actions in the past,
not necessarily to develop their employee’s skills and ability as capital resource for
the company in the future. (Namazie et al., 2006)

2.3.1.6 Incentive Rewards

In Iranian firms, compensation and rewards system is somehow complex and not
very transparent. Most of staffs are not very clear about different layers of rewards
and benefits. The public sector mainly applies a lower base salary and lots of benefits
regarding the family of employees. For instance, different club membership, short
term and vocational house, loan for family and marriage. The private sector mostly
conforms to basic labor law practices and applies a bit higher base salary for
incentive compensations.

2.3.1.7 Participation

In societies such as Iran, people have the perception that their actions are restrained

and controlled by strict social norms and rules. Furthermore, they accept the
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hierarchical order in the workplace and expect to receive very specific and clear
instructions on what to do and they are willing to accept the benevolent autocrat.
Thus, Employee participation in decision making is not very welcomed in Iranian

firms.
2.4 Job Satisfaction

Cranny et al., (1992) have proposed Job Satisfaction is ‘‘an affective (that is,
emotional) reaction to one’s job, resulting from the incumbent’s comparison of
actual outcomes with those that are desired (expected, deserved, and so on.)’” another
scholar defined job satisfaction as ‘‘pleasurable emotional state resulting from the
appraisal of one’s job as achieving or facilitating one’s job values. Job dissatisfaction
is the unpleasable emotional state resulting from the appraisal of one’s job as
frustrating or blocking the attainment of one’s values’” (Locke, 1969, p. 317). Brief

(1998) states that job satisfaction ‘is an attitude toward one’s job’’.
2.5 Psychological Job Demand

Job Demands (e.g., time pressure) are defined as “those physical, social, or
organizational aspects of the job that require sustained physical and/or mental effort
and are therefore associated with certain physiological and psychological costs”.
High Job Demands (e.g., work overload or emotional demands) may drain an
employee’s physical resources and mental resource, leading to the exhaustion of
energy (Bakker et al., 2005).

2.6 Job Search Behavior

Job search or perusing of new employment and new career opportunities, among
employed and unemployed people has become prevalent behavior. Some individual
differences such as personality traits, self-esteem, locus of control or financial

motives and macroeconomics variables like occupational or industry variables and
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also indirect effects of several variables such as organizational commitment, work
valence, work overload, job security, expectancy and job satisfaction have been
considered as antecedent of job search (Kanfer et al., 2001). During job search,
individual generally have to engage in variety of activities and consume different
resources (time, social resource and effort) for obtaining new employment. They may
occupy in different actions to find a new employment. For instance, “prepared a
resume” “go to a job interview” or “read the classified ads”. During job search,
person may feel unsecure, unsure and being easily discouraged and for current

employees, it decreases their efficiency and productivity.

Despite the gradually growth in study about Job Search Behavior among scholars,
investigated the predictors of Job Search Behavior in employed samples and
voluntary turnover (Bretz et al., 2001) is still limited and has attracted a considerable

amount of research attention towards other antecedent of Job Search Behavior.
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Chapter 3

THEORETICAL MODEL AND HYPOTHESES

The aim of this chapter is to indicate theoretical model and hypothesis. It depicts
theoretical frameworks and hypothetical interaction of proposed relationships and
variables and provides theoretical evidence to explain and support the research

hypotheses.
3.1 High-Performance Work Systems and Job Satisfaction

Job Satisfaction is defined as “the assessment of one’s job or work experience that
leads to a positive emotional or pleasurable state” (Locke, 1976, p. 1300). Previous
studies demonstrate a direct positive relationship between HPWS and Job
Satisfaction since as a bundle of HR practices. HPWS engender a two-way relation
between employees and the organization. When faced with organizational practices
that enhance employee wellbeing, development and opportunities to utilize their

skills, employees reciprocate with positive attitudes (Kooij et al., 2010).

Conservation of resource theory (COR) states that people attempt to preserve, build
and maintain their valuable resources. These resources refer to personal
characteristics such as resilience, objects such as equipment, energies such as money
or knowledge that are necessary for survival and the means to protect or enhance
these resources (Hobfoll & Shirom, 2000). Any threat of losing, actual loss or
depletion of resources are conceptualized as demands in the COR theory. The fewer

resources individuals have, the more maladaptive coping will be for them. This
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maladaptive coping leads to a reduction in organizational attitudes such as job
satisfaction (Alarcon, 2011) whereas job resources such as performance feedback,
social support and autonomy may prompt a motivational process leading to work
engagement, job-related learning and organizational commitment (Demerouti et al.,

2001).

By examining the literature, several clues can be found with respect to COR theory
that states HPWS would be related to job satisfaction. For instance, different kinds of
resources such as social support, team working climate, training, feedback, job
security and promotions influence individual attitudes such as job satisfaction. Thus,
the bundle of HRM practices would be expected to affect employees’ job
satisfaction. Consequently, this study proposes that:

H1: HPWS will be positively related to job satisfaction.
3.2 High-Performance Work Systems and Job Demands

Job demands indicate those social, physical or organizational facets of the job that
require psychological and physical effort which lead to certain psychological (e.g.,
exhaustion) and/or physiological costs (Demerouti et al., 2001). Hobfoll (2001) by
using the COR theory argues that the primary human motivation is directed towards
achieving and maintaining the resources if there is loss of resources, or threat of
losing resource, stress will occur. Stress may arise directly from work practices or
can be caused by demands of higher responsibility associated with amplified

discretion, work intensification and insecurity (Ramsay et al., 2000).

According COR theory, stress can be caused directly by the demands of higher

responsibility, increased discretion and work intensification (Ramsay et al., 2000).
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Although training generally leads to a positive impact on employee performance and
an improvement in their skills, if the organizations only focus on very specific
training that does not have observable improvement and only feels like a requirement
to fulfill certain external standard (such as ISO certification requirements), inefficient
of inappropriate training can also result in psychological costs among employees
such as exhaustion from work overload. Organizations should implement HPWS to
create a better fit between people and the task to boost the productivity and
workplace performance (Budhwar & Varma, 2011). Training should not just focus
on the work alone, but also problem solving, communications, time/meeting
management, and process redesign. Thus, we advocate that HPWS implementation
should focus on "the way the work is done" by facilitating flexible work processes

that adapt the people and the technical systems to each other.

The critical management-by-stress perspective argues that HPWS may lead to
several negative consequences for employees; it might also intensify employees ‘job
demands and have a negative impact on their well-being (Wood & de Menezes,
2012). For instance, HPWS may create feelings of high demand caused by increased
workload, imposed strains, increased time pressure and high employee’s stress (e.g.,
Bartram et al.,, 2012; Gulzar et al., 2014). Work overload is concerned with
conditions in which employees believe that there are too many activities or duties
demanded of them against their capabilities, the time on hand, and other restrictions
(Jensen et al., 2013). Work demands that exceed worker’s coping ability, is defined
as job stress (Theorell et al., 1996). The focal point of this study is on bank
employees’ work overload, emotional and physical job demands as a result of
intensifying HPWS and predictor of employees’ withdrawal behaviors such as JSB.

Therefore, from prior research (e.g. Chaudhuri, 2009) consistent with COR theory
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and in addition to above reasons that demonstrate a positive relation between HPWS
and amplifying high demands, this study proposes the following hypothesis:

H2: HPWS is positively related to Job demands.
3.3 Job Satisfaction and Job Search Behavior

In the context of this study, JSB is an indicator of employee withdrawal behavior.
Searching for alternatives and voluntary turnover intentions are a critical problem in
many organizations and understanding the reasons is quite vital to explore possible
pathways to preventing it (Hatton et al., 2001). Although, the process by which
individuals investigate, detect, seek and decide between job opportunities is quite
important and costly for both people looking for employment and the organizations
that hire those people (Smith & Gerhart, 1991). Majority of prior work focused on
the role of people’s work attitudes (e.g., organizational commitment, job satisfaction)
and withdrawal cognitions (e.g., intention to quit) in turnover process rather than
investigating the actual behaviors such as preparatory and active job search activities

(Bretz et al., 1994).

Withdrawal behavior (e.g., JSB) is vexing and costly in the service industry because
when service employees no longer identify with the organization and engage in
seeking alternatives, they will provide poor customer service and will not be
motivated to provide remedy when service problems occur leading to poor service
recovery (Ashill et al., 2008). Thus, experts in service industry are striving to
develop effective strategies for diminishing withdrawal behaviors (Liao et al., 2009).
COR theory demonstrates that attitudinal variables such as job satisfaction are likely
to correlate with withdrawal behavior in organizations (Hobfoll, 1989).

Organizational attitudes are a function of limited resources and the demands placed

25



on these resources. As resources decrease and demands increase, withdrawal
behavior such as JSB and turnover intention tend to increase while job satisfaction

tends to decrease (Alarcon, 2011).

Literature on job embeddedness and voluntary turnover behaviors states that one of
the main channels through which job satisfaction can improve organization value is
by retention of key employees (Becker & Gerhart, 1996). This is where satisfaction
shows its main role by enhancing job embeddedness (Tanova & Holtom, 2008) in
order to retain those talented employees. A negative relationship has been found
between satisfaction and employee’s withdrawal behavior (Harley, 2010). Therefore,
job satisfaction is considered as a valuable tool for retaining the employees both in
practice and literature. Inferring from the above line of reasoning, this study proposes
that higher job satisfaction decelerates withdrawal behavior in an organization
mainly JSB.

H3: Job satisfaction negatively relates to job search behavior of employees.
3.4 The Mediating Role of Job Satisfaction

HPWS has been found to be an antecedent of job satisfaction and job satisfaction
serves as the channel through which HPWS enhances firm performance (Becker &
Huselid, 1998). More specifically, from the tenets of COR theory, it can be inferred
that HRM practices can affect employee’s attitudes via resource gain and loss.
Subsequently, employees’ work attitudes’ variables such as job satisfaction and job
stress influence employees’ behavior in searching for alternatives or remaining in the
organization (Mobley et al., 1979). Based on this argument, we expect the HPWS-

JSB relationship to be mediated by job satisfaction.
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H4: Job Satisfaction will mediate the relationship between HPWS and Job Search

Behavior.
3.5 The Mediating Role of Job Demand

Individuals searching for possible job opportunities in different organizations
(Schwab et al., 1987), are not only those who are unemployed (Devens, 1988) but
also those currently employed (Rosenfeld, 1977). Job search is the process of
collecting information about potential jobs (Steffy et al., 1989) by identifying job
opportunities and collecting precise information about those specific opportunities
(Rees, 1966). The quest for immunity may subsume pursuing new employment
opportunities (Abubakar et al., 2018). A number of studies indicated job stress leads
individuals to search for alternative job opportunities (Lee & Mitchell, 1994).
Consistent with COR theory and studies on negative phenomena in organizations,
JSB results from the same reasons that lead to turnover such as stress (Hom et al.,
1992). Although, not all job search leads to turnover, all kinds of job search are
costly for organizations (March & Simon, 1958) since it will reduce energy,
productivity and commitment to the current job (Locke, 1976). Therefore, there is
essential need for organizations to examine the relationship between variables that

motivate search intentions and search behaviors (Mobley, 1979).

Job demands diminish individual’s resources and prolonged exposure will cause
burnout manifested through emotional exhaustion, feelings of lack of personal
achievement and cynicism (Hobfoll & Freedy, 1993). Majority of jobs may
incorporate role conflicts, role ambiguity and overload (Landy & Conte, 2007). Role
stressors are demands arising from multiple job requirements; long term exposure to

these demands leads to withdrawal behaviors such as job search (Bakker &
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Demerouti, 2007). Research reveals that management practices like HPWPs operate
as contextual stressors that lead to an intensification of job demands (Kroon et al.,
2009). Prior studies reveal a link between HPWP and withdrawal behavior such as
job search and consider job strain and stress as results of increased job demands
created by HPWS, this study examines the effect of bundles of HRM on JSB of
employees. We propose the following hypotheses:

H5: Job demand influence job search behavior positively.

H6: Job demand will mediate the relationship between HPWS and job search

behavior.

All hypotheses are summarized in the conceptual model in Figure 2.

H4

Job Satisfaction

H3-
H1+
HPWS ed lob Search
"perceive Behavior
by employees
Ho+ H5+
Job Demand
Hb

Figure 2: Conceptual Model
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Chapter 4

METHODOLOGY

4.1 Analytic Methods and Approaches

This chapter indicates the methodological approach and conceptual model employed
in current study, presents the sampling method, procedure, sample size, location of
the study, data collection measurement, procedural of data analysis and statistical

results.

In Iran, banks dominate the main financial system, mainly because the stock market
is not as efficient and developed as their Western and far Eastern counterparts. As
the banks strive to enhance their competitive advantages, the importance and need
for efficient HRM practices becomes even more pertinent in Iranian banks. Most of

the banks are setting up HR departments and many apply HPWS.

Iranian government has gradually liberalized the banking sector since 2001. In 2004,
there were 13,952 commercial bank branches, 53 of which were foreign branches.
Specialized banks had 2,663 branches. As of 2016, the banking sector in Iran
employs more than 200,000 staff in more than 23,000 branches of banks and credit
institutions nationwide which imply tremendous impacts of HPWS in banking sector
(Habibi & Mohammad, 2016). Hence, the focus of this study is on the banking sector

in Iran.
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After the 1979 Iranian Revolution, all banks had to operate according to Islamic
laws. This makes Iran unique, since in many Islamic countries the customers may
choose to use Islamic or conventional banking, but in Iran, all banks are Islamic
banks. For differentiating, banks can use proper and strategic human resource
practices, and develop HR systems to give them a unique advantage against the
competition. Thus, human resource is one of the key business assets in Iranian banks
(Estiri et al., 2011). As the banks strive to enhance their competitive advantages, the
need for efficient HRM practices becomes even more pertinent in Iranian banks. In
2018, there are 20 private banks (non- Government-owned Banks) among 42 total
Banks and Credit Institutions in Iran (Banks and Credit Institutions info, 2018).
Banking sector in Iran employs more than 200,000 staff in more than 23,000
branches of banks and credit institutions nationwide (Habibi & Mohammadi, 2016).
Thus, the role of banking in the economy of Iran is quite prominent. Hence, we were
encouraged to choose and focus on employees in the banking sector. As data
gathering in Iran is challenging, especially governmental sectors which wary towards
research, a great deal of time was needed to build bridge with those organizations
and follow their bureaucratic procedures. Therefore, in current study we focus on
private banks in Iran. All Private Banks in Iran are following the same Establishment
Criteria of the non-governmental bank and Major Monetary Policies
(https://www.cbi.ir/default_en.aspx). Figurel below depicts a pictorial diagram

regarding the relationship of the proposed study variables
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Figure 3: Conceptual Model

4.2 Choosing the Sample from Population

Since we cannot ask all of the people to find out things about them; so we need to
sample the population and ask some of them. The way in which we select sample of
individuals is very critical for generalization our research findings. We examine a
sample of people to answer these questions “to what extent do the results relate to all

people” and also” to what extent do they only relate to our sample?”

Sampling is practical method of studying people and their thoughts, attitudes,
activities, abilities and relationships in regards to business. As we do not ask
everyone in chosen “population” (Greener, S, 2008) (such as members of an
organization, or all PhD students of EMU, or all members that meet a set of specified
criterion we define in regards to our research aim and objective). So, how could we
make sure that our results can be representative of whole population, and our finding
could be generalized to whole group? For answering that we need to know about

sampling techniques. There are two major sampling techniques: probability sampling
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and non-probability sampling. With probability sampling, we can specify the
probability of a participant’s being included in the sample and it allows us to create a
sample that is representative of the population of interest. As a very simple example,
we can mention the time in high school, when teachers pulled out student’s name
from a hat to make their presentation in the class. There are several types of
probability sampling such as simple random, stratified random, cluster and

systematic.

In non-probability sampling technique, random selection is not used. In this method
on the contrary of probability sampling, not all units of the populations have equal
chance of participating and some of units in the population may have a higher chance
of being chosen. Examples of non-probability sampling techniques are convenience
sampling, snowball, purposive and Quota. (Greener, S. 2008). For instance in
convenience sampling, the sample is selected for convenience or ease rather than
through random sampling. This method is using mostly in pilot studies or short term
projects due to insufficient time to apply a probability sample. So, the results cannot

generalize to the population (Greener, S, 2008).
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Figure 4: Sampling
Source: Saunders et al., (2009)

4.3 Sampling and Procedure

To achieve the current study’s goal, a survey was conducted with employees of two
large banks with branches located across Iran using a random sampling technique.
“Random” term means that every subject has an equal chance of being chosen. The
simple random sampling approach is a type of statistical sampling strategy in which a
subset (study-sample) is chosen from the population of interest randomly, in a way
that each member of the subset carries an equal opportunity of being chosen as a part
of the sampling process. This sampling approach is representative of the target
population (sample group) and leads less room for researcher bias compared to non-
random sampling techniques. This technique is simple and easy to interpret, and it
can be tedious and time consuming when we work on large sample, since this study
attempted to select a sample from a larger population, and creates sample which are
highly representative of the population, therefore random sampling appeared to be an

appropriate and fair strategy for conducting the research.

33



The questionnaire was written in English and subsequently back translated to Persian
by linguistic experts. Back-translation was also performed by an independent group
and both original and the back-translation was compared to ensure that the meaning
remained the same. A pilot study was conducted with 25 respondents and following

necessary changes were applied thereafter.

The questionnaires were distributed among employees and asked the subjects from
them directly. Self-report is an appropriate method for measuring private events such
as Job Satisfaction or Job Search Behavior; also it is rationale to use self-report for
assess the perceived construct such as HPWS. Thus, self-report is apparently proper

for our study.

Permission to conduct the survey was issued by the management of all those

branches.

Questionnaires were submitted to managers by the researcher and then the manager

distributed them among employees. Each participant has its unique code.

Participation was simultaneously solicited from 400 random personnel of two private
large banks with branches located across Iran. Participants completed a self-reporting
questionnaire assessing perceptions of high-performance work system in their
respective banks at Time | (n=326). After an interval of four weeks, the participants
who completed the survey at Time | were asked to complete a second survey that
assessed job satisfaction, physiological job demand and job search behavior. At Time
Il (n=302), the surveys were matched using a code created by the participants and

they were assured of confidentiality.
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At the end of the survey, Data for 33 participants were subsequently dropped for
careless responses and incomplete data. The final sample consisted of 269 valid
responses from 22 work units, with the response rate of 67.25%, and 269 were used

for data analysis.
4.4 Common Method Biases

One of disputed problem with measuring different constructs with the same method
for researchers in behavioral science is “the biasing effects which measuring
constructs with the same method may have on estimates of the relationships among

them” or “Common Method Variance”.

Common Method Variance (CMV), as one of the main measurement error occurs
when covariance is attributed to the instruments, rather than the actual constructs of
research’ interest. It threatens the wvalidity of the results about the observed
relationships between measures of different constructs and significantly can affect
the item validities and reliabilities. Putting in other words, CMV refers the variance
that is attributable to the measurement method rather than to the construct. Therefore,
the instruments produce a bias, rather variance which is willing to be analyzed,

hence, the results are contaminated by the method biases. (Podsakoff et al., 2012).

For control and deal with different sources of method bias, there are recommended
procedural and statistical remedies; procedural remedies are like “Obtain measures of
predictor and criterion variables from different sources”; “Temporal, proximal, or
psychological separation between predictor and criterion”, “Eliminate common scale

2 (13

properties”, “Reducing social desirability bias in item wording”, “Improving scale

29 (13

items to eliminate ambiguity”, “Balancing positive and negative items” and some
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examples of statistical remedies are “Unmeasured latent method factor technique
Correlation-based marker variable technique” “Regression-based marker variable
technique.” “CFA marker technique” “Measured response style technique” “Directly
measured latent method factor Technique” and “Instrumental variable technique”

(Podsakoff, P. M. et al., 2012).
4.5 Common Method Biases Remedies

For dealing with CMV and reduces the impact of method variances, we applied some
procedural remedies. A problem with self-report questionnaires and the measures is
the respondents’ potential susceptibility to social desirability response bias. “Social
desirability” bias refers to the tendency of participates to answer the questions in
ways that will view them in the best possible light. In other words, participates
behave in a culturally appropriate manner that make him/ her more desirable to other
people. Social desirability can affect the validity of research findings (Nederhof, A.
J. 1985). Therefore, we reassured anonymity and confidentiality of questionnaires to
reduce individual’s perception, and make them less likely to edit their responses to
be more socially desirable; this will likely reduce the potential of CMV(Podsakoff et

al., 2013; Podsakoff et al., 2012).

One of the sources of error in social science which is overlooked is “nonresponse
error”. Nonresponse rate or number of participants that failed to respond is as
serious as respondent rate to demonstrate adequate validity of data (Collier, J. E., &
Bienstock, 2007; Miller & smith, 1983). In current study to improve the assurance of
our study’s result, we applied recommended methods for addressing nonresponse

rate.
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One of the widely used methods is to estimate the effects of non-response in a study.
We compare one of the known characteristics of the population (demographics) of
respondents to the population. If this characteristic for respondents does not differ
from the population, we could assume that sample is representative of the population.

(Armstrong and Overton, 1977; Kish, 1965)

The effects of the non-response and missing data were evaluated by comparing the
demographic characteristics of the subjects as suggested by (Armstrong & Overton,
1977; Collier & Bienstock, 2007). The comparison of the current research
population's demographics with those of the general population; and the
demographic set-up of those who participated at Time | to those at Time 11 showed

no significant difference.

The other strategy to estimate nonresponse is “Extrapolation”. Extrapolation is
usually carried out over period of time. It consists of comparisons between early and
late respondents in a study. If there is no difference between them, an assumption is
made that the results are not contaminated by nonresponse error. (Blair, 1964; Reuss,

1943).

We compare the responses of early and late respondents on important variables of
this study. For high-performance work systems mean for (Early = 2.93, Late = 3.09,
p < .000); physiological job demand (Early = 3.18, Late = 3.49, p < .000); job
satisfaction (Early = 3.34, Late = 3.57, p < .000); and job search behavior (Early =
1.87, Late = 1.68, p < .000). The extrapolation of early and late respondents on both
variable and also on demographic variables provides some reassurance that

respondents and non-respondents do not differ on sample characteristics or in their
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specific inquiry of opinions and attitudes. In general, this increases the robustness of

our data; the sample seems to be a representative of the population of interest.

Another method biases remedies we applied to reduce respondent’s ability or
motivation to recall information in short-term memory was the temporal separation
and time delay, with four weeks interval time. Participants completed a questionnaire
assessing perceptions of high-performance work systems (Predictor) in their
respective banks at Time | (n=326). After an interval of four weeks, the participants
who completed the survey at Time | were asked to complete a second survey that
assessed job satisfaction, physiological job demand and job search behavior
(Criterions). At Time Il (n= 302), the surveys were matched using a code created by
the participants and they were assured of confidentiality. Additionally, proximity of
the variables was applied and we placed the predictor variables and the criterion
variables in separate pages.

4.6 Measure

4.6.1 High-Performance Work Systems (HPWS)

We measured HPWS with 16 highest loading items from the work of Sun et al.
(2007). We instructed participants that when referring to ‘HPWS’ in considering how
engaged in or their bank encourages employees to engage in such practices. An
example item is “There are formal training programs to teach new hires the skills
they need to perform their job”. Responses were recorded on a 5-point scale ranging
from 1 (strongly disagree) to 5 (strongly agree). In Appendix 1, scale items are
provided.

4.6.2 Physiological Job Demand (PJD)

38



We measured PJD with 5 highest loading items adopted from Karasek et al. (1998).
An example item is ‘my job requires long periods of intense concentration on the
task’. Responses were recorded on a 5-point scale ranging from 1 (strongly disagree)
to 5 (strongly agree). Coefficient alpha was .76. Appendix A.

4.6.3 Job Satisfaction (JS)

We measured JS with 3 items adopted from Netemeyer et al. (1997). An example
item is ‘All things considered (i.e., pay, promotion, supervisors, co-workers, etc.),
how satisfied are you with your present line of work’. Responses were recorded on a
5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree). Coefficient
alpha was .85. Appendix A.

4.6.4 Job Search Behavior (JSB)

We measured JSB with 10 highest loading items from Blau (1994). Participants
were asked to indicate how much time they had spent in the last four months on
several preparatory and active job search activities. An example item is ‘Spoke with
previous employers or business acquaintances about possible job leads’. Responses
were recorded on a 5-point scale ranging from 1 (no time at all) to 5 (very much
time). Coefficient alpha was .93. In Appendix A, scale items are provided. Appendix
A.

4.6.5 Demographics

Demographic variables used in this study include age, gender, marital status,

education level, and monthly income, years of job tenure. Appendix A.
4.6 Analytic Methods and Approaches

The present study has used a structural equation modeling with maximume-likelihood

estimation utilizing IBM-SPSS AMOS v21 for data analysis and measurement
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assessments. The combination of employing SPSS and AMOS were confirmed in

previous studies (e.g. Wen. et al, 2018).

The effects of the non-response and missing data were evaluated by comparing the
demographic characteristics of the subjects as suggested by (Armstrong & Overton,

1977; Collier & Bienstock, 2007).

A preliminary analysis was conducted to assess the estimation regarding normality,

linearity, and homoscedasticity of the measurement model.Tablel.

According to George and Mallery (2010), asymmetry and kurtosis coefficients
between -2 and +2 confirm normality of data, and our test for normality satisfies this
condition. This result implies that the data set of the present research was free from

skewness and kurtosis problems. Figure 5-8.

Table 1: Skewness and Kurtosis

Statistics
JSB JS PSYJD HPWS
N Valid 284 284 284 284
Missing 0 0 0 0
Skewness 1.139 -.644 -.552 -.008
Std. Error of Skewness 145 .145 .145 145
Kurtosis 440 -.229 1.874 -.538
Std. Error of Kurtosis .288 .288 .288 .288
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Also, linearity of dataset was confirmed that each independent assumption in the
proposed conceptual model has a straight association with the outcomes constructs
by checking the appropriate scatterplot. Checking the homoscedasticity also has been
highlighted that the measurement items meet the assumptions by simple scatter plot
with the variable on the y-axis and the variable's residual on the x-axis and analyzing
the normal probability plot of the regression standardized residual and the scatterplot
of the standardized residuals. We checked homoscedasticity of JS, PSYJD and JSB

when predicted by HPWS. When we plot the fit line, the amount of error or distance
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from the line does not increase or decrease through the fit line. If it is roughly

consistent, then we have homoscedasticity. Figure 9-11.

In sum, the preliminary analytical tests results truly demonstrate that the dataset of
the present research were clean from normality, linearity, and homoscedasticity

issues.
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First of all, a descriptive analysis was conducted to generate respondents’ profiles
based on the following demographic characteristics: age, gender, marital status,

education level, and monthly income, and years of job tenure.

The factor analysis was conducted with varimax rotation, items with cross-loadings

greater than or equal to .40 will be eliminated and Eigen value greater than 1.

Reliability “refer to the consistency of a measure, if set of variables consistently load
on same factor”. We test reliability of each factor by compute Cronbach’s alpha for
estimating the internal consistency. Composite Reliability (CR) was also considered
to check the reliability of data set. The test of discriminant validity was conducted to
check whether factors are district and uncorrelated; variables should firmly load on
their own factor than to another factor. Kline (2005) stated through analyzing the
correlation coefficients among measured constructs, discriminant validity could be
noticed. Additionally, there will be proof of discriminant validity if the value of

correlation coefficients does not surpass 0.80.

Convergent validity also was applied to examine if all variables within a single factor
are highly correlated. All of the above mentioned analyses were conducted to

establish convergent and discriminant validity of the items used in study.

For next step, a structural equation modeling with maximum-likelihood estimation
utilizing IBM-SPSS AMOS v21 was applied to test the hypothesized relationships.
Multiple regression analysis was accompanied to assess the impact of the
independent variable on the mediator and the dependent variable, Thereafter, as

recommended by Preacher et al., (2007) the mediating effect of the mediator was
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evaluated by using indirect effect analysis. Bootstrapping was conducted to
determine the mediation effect, using 95% confidence interval level. According
abundant previous studies (e.g., Shrout & Bolger, 2002; Preacher & Hayes, 2004;
Rucker et al., 2011) bootstrapping technique is a compelling tool to test mediation
effects in comparison SOBEL test due to its ability of resampling the dataset with the

aim of creating a confidence interval (CL).

One of the main advantages of bootstrapping is the inference based on an estimate of
the indirect effect itself, without any assumptions about the shape of sampling
distribution of the indirect effect (Hayes , 2013). Bootstrapping was used to examine

the mediation effect in current study.
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Chapter 5

RESEARCH FINDINGS

This chapter illustrates the data analysis and empirical results and findings of the

current study.
5.1 Analytic Strategy and Findings

The final sample was primarily male (58.7%), with a mean age of 30years (SD =
.579) and an average of 8 years (SD = .755) at their current job. Table 2 presents
respondents’ profile. The sample consisted of 158 (58.7%) males and 111 (41.3%)
females. Fifty-one (19%) respondents were aged between 21 and 30 years while 187
(69.5%) respondents were aged between 31 and 40 years and 28 (10.4%) were
between 41 and 50. The rest of respondents were older than 51 years (1.1%). In
terms of education, 19 (7.1%) respondents had Associate Degree; while 176 (65.4%)
respondents had Bachelor’s Degree. 73(27.1%) had Master Degree and one person
had passed the Doctorate Degree (.4%). Four respondents had tenures below one
year, while 32 (11.9%) respondents had tenures between one and four years.
84(31.2%) respondents had tenures between five and eight years. The rest had been
with their current organization for longer than nine years. In terms of marital status,
26% of respondents were single or divorced and the rest were married. Participants
had varying levels of income, about 57.2% had monthly income between 1m to
1.99m Toman (300-600 USD), 35.3% between 2m to 2.99m Toman (600-900 USD),
5.6% between 3m to 3.99m Toman,(900-1300 USD) and the rest less than 1m

Toman (300 USD) per month.
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Table 2: Respondents’ Profile (n=269)

Items Frequency Percentage
Age

21-30 51 19.0
31-40 187 69.5
41-50 28 10.4
Above51 3 1.1
Gender

Male 158 58.7
Female 111 41.3
Education

Associate Degree 19 7.1
Bachelor’s Degree 176 65.4
Master Degree 73 27.1
Doctorate Degree 1 0.40

Organizational tenure

Below 1 year 4 1.5

1-4 years 32 11.9
5-8 years 84 31.2
Above 9 years 149 55.4

Marital Status

Single or divorced 70 26
Married 199 74
Income level

Less than 1 million Toman 5 1.9
1-1.99 million Toman 154 57.2
2-2.99 million Toman 95 35.3
3-3.99 million Toman 15 5.6
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Table 3: Results of Factor Analysis

CR a SFL(t)

High performance work systems .83 .84

1. “In my workplace, great effort is taken to select the right person” 54 (-)
2. “In my workplace, long-term employee potential is emphasized”. 40 (5.057)
3. “In my workplace, considerable importance is placed on the staffing process”. .51 (6.320)
4. “In my workplace, very extensive efforts are made in selection”. .60 (8.469)
5. “In my workplace, extensive training programs are provided for individuals in customer contact or front-line jobs”. _*
6. “Employees in customer contact jobs will normally go through training programs every few years”. *
7. “There are formal training programs to teach new hires the skills they need to perform their job”. _*
8. “Formal training programs are offered to employees in order to increase their ability in this organization”. _*
9. “Employees have few opportunities for upward mobility”. (R) _*
10. “Employees do not have any future in this organization”. (R) _*
11. “Promotion in this organization is based on seniority”. (R) *
12. “Employees have clear career paths in this organization”. 41(5.434)
13. “Employees in customer contact jobs who desire promotion have more than one potential position they could be promoted to”. .58(6.892)
14. “Employees in this job can be expected to stay with this organization for as long as they wish”. _*
15. “Job security is almost guaranteed to employees in this job”. .51(6.389)
16. “The duties in this job are clearly defined”. _*
17. “This job has an up-to-date description”. .50(6.264)
18. “The job description for a position accurately describes all of the duties performed by individual employees”. .59 (6.979)
19. “Performance is more often measured with objective quantifiable results”. 40 (4.751)
20. “Performance appraisals are based on objective quantifiable results”. *
21. “Employee appraisals emphasize long term and group-based achievement”. .59 (6.966)
22. “Individuals in this job receive bonuses based on the profit of the organization”. _*
23. “Close tie or matching of pay to individual/group performance”. 40 (5.327)
24. “Employees in this job are often asked by their supervisor to participate in decisions”. .54 (6.565)
25. “Individuals in this job are allowed to make decisions”. 44 (5.567)
26. “Employees are provided the opportunity to suggest improvements in the way things are done”. 45 (5.800)
27. “Supervisors keep open communications with employees in this job” .40 (5.325)

Note — denotes item discarded due to its high cross-loading (> 0.40). Forced to a four-factor solution.




Table 3 (cont): Results of Factor Analysis

CR a SFL(t)
Job Search Behavior .93 .93
1. “Made inquiries/read about getting a job” *()
2. ‘“Prepared/revised resume” .75 (12.882)
3. “Read classified/help wanted advertisements”, .76 (13.229)
4. “Talked with friends or relatives about possible job leads” .51(8.401)
5. “Spoke with previous employers or business acquaintances about possible job leads” .59 (9.936)
6. “Visited job fairs, contacted employment agencies” .56 (9.265)
7. “Looked for jobs on the internet” .82 (14.480)
8. “Made inquiries to prospective employers” .93 (16.761)
9. “Sent out application letters/filled out job applications” 94 (17.014)
10. “Gone on a job interview” 91 (16.361)
11. “Listed yourself as a job applicant in a newspaper, journal or professional association” 76 ()
Job Satisfaction .86 .85
1. “Ifeel fairly well satisfied with my present line” 93 ()
2. “Ifeel a great sense of satisfaction from my line” .80 (14.810)
3. “All things considered (i.e., pay, promotion, supervisors, co- workers, etc.), how satisfied are you with your present line of work? ” .73 (13.318)
Job Demand 77 .76
1. “My job requires working very hard” 59 (-)
2. “I'have enough time to get the job down” )
3. “My tasks are often interrupted before they can be completed, requiring attention at a later time” .64 (7.617)
4. “My job requires long periods of intense concentration on the task” .69 (7.965)
5. “lam notasked to do an excessive amount of work” *0)
6. “My jobis very hectic” .75 (8.256)
7. “Waiting on work from other people or departments often slows me down on my job” .48 (6.183)

Notes: -* dropped items during confirmatory factor analysis



All empirical indicators (measured variables) are loaded highly on only one factor by
a “factor loading estimate” and each measured variables has smaller loading (cross

loading) on other factors (i.e. loading less than 0.40) (Hair et al.,1998)

By using principal component with varimax rotation each factor loading in table 3,
excluding 11 items from the HPWS measure, 1 item from Job Search Behavior, 2
items from Job Demand were discarded due to low and/or cross loading.

Consequently, the results produced four factors with eigenvalues greater than 1.00.

In addition, for the scale reliability and validity, Cronbach’s alphas (a) exceeded the
recommended values of .70 for all constructs (Nunnally, 1978), which indicated a
high degree of internal consistency. Accordingly, composite reliability (CR) was also
greater than the threshold value of .60 (Bagozzi, & Phillips, 1991). The test for
discriminant validity applied Fornell and Larcker’s (1981) criterion for correlation
coefficients, which were all below .80 (Kline, 1998, 2005). The standardized factor
loadings were equal and/or exceeded the recommended value .40 (Bagozzi &
Baumgartner, 1994). Overall, this provides evidence and confirm of construct,

convergent and discriminant validity. More details are available in table 3.
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Table 4: Means, Standard Deviations (SD), and Correlations of Study Variables

Variables Mean (SD) 1 2 3 4 5 6 7 8 9 10
1. Gender 1.41 49 -

2. Age 2.94s) -078 -

3. Marriage 1.74 42 -1577 2287 -

4. Income 2.45(63) -066 2317 1517 -

5. Education 2.21 56 -055 -120" -.097 .275° -

6. Tenure 3.41 7 1917 5537 285" 277" -094 -

7. High-performance work system 3.015) -093 -.021 -.002 .055 -.044 -117 -

8. Job satisfaction 3.45 g3 062 -100 .002 .074 -020 -065 .386 -

9. Physiological job demand 3.33(68) -032 .022 .153° -.058 -.025 .022 .130" .087 -

10. Job search behavior 1.77 a1y -053 -108 -203" -014 .073 -210" .041 -191" .003 -

Note: Composite scores for each variable were computed by averaging respective item scores. SD, standard deviation; ** Correlations are
significant at the .01 level



Variable means, standard deviations and inter-correlations are reported in table 4.
The path correlation coefficient among HPWS, Job satisfaction, physiological job
demand and job search behavior were significant. The demographic variables were
used as control variables. Demographic data apprehended for current study are
gender, age, marital status, income level, education and tenure. Control variables are
usually variables that we are not the most interested in, but these demographic
characteristics might have severe interactions with the criterion (dependent
variables). We want to eliminate their effects from the equation. The inter-correlation
coefficients in table 4 prove that there are no prominent association between
measured variables in our study and control variables. A few numbers of associations

were uncovered.

Confirmatory Factor Analysis (CFA) is a statistical method to test how well
measured variables are representing a smaller number of composite factors (latent
variables) or constructs. Applying CFA statistics as a confirmatory test can indicate
us how well the measured variables systematically and logically are representing the
construct of our theoretical model. Apparently, CFA is a tool that helps us to either
“reject” or “confirm” our preconceived theory. On the contrary of EFA which the

factors are derived from statistical results, not from the theory. (Hair et al., 2002)

Structural Equation Modeling (SEM) is a combination of factor analysis and multiple
regression analysis to examine how things are related to each other. In our study, a
structural equation modeling with maximum-likelihood estimation utilizing IBM-
SPSS AMOS v21 was used to test the hypothesized relationships. To enable model
identification, we tested the data with various models, with a fully mediated (two

mediators), (one mediator) and single model, model comparison was done using the
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x2 difference test. A confirmatory factor analysis (CFA) indicated a four factor
solution, (}2(513) = 1269.29, p < .01; GFI =. 80, CFI = .83, TLI = .81, RMSEA =
.07) fit the data significantly better than a three factor solution where the mediators
were forced to load on a single factor (32(516) = 1698.00, p < .01; GFI =. 73, CFI =
73, TLI = .71, RMSEA = .09), as well as a single-factor solution (¥2(527) =
2918.65, p < .01; GFI =. 50, CFI = .46, TLI = .43, RMSEA = .13). Overall, this
study utilized a time lag design, the change in chi-square value between the
aforementioned models and the poor model fit indices for a single factor model
suggest that common method variance does not seem to be a problem (Podsakoff &

MacKenzie, 2012). See Table.
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Table 5: Model Fit Indices

X2@ap GFI CF1 TLI RMSEA Relative x2
1-Factor Model 2918.65s,7) 50 .46 .43 .13 554
3-Factor Model 1698.00(516) A3 .73 .71 .09 3.29

HPWS
Job search behavior
Job satisfaction + Physiological job demand

Measurement Model  1269.29:3 80 .83 .81 .07 247

HPWS

Job satisfaction

Job search behavior
Physiological job demand

Note: x2, Model Chi Square; df, degree of freedom; GFI, Goodness of Fit; CFl, Comparative Fit Index; TLI, Tucker Lewis Index; RMSEA, Root
Mean Square Error of Approximation; Relative x2, ¥2/df




Hypothesis 1 proposed that HPWS is associated with job satisfaction. HPWS
influence employees job satisfaction positively (B = .627, p = .000). Thus,
hypothesis 1 was supported. Next, this study hypothesized that HPWS is related
with physiological job demand. HPWS influences physiological job demand
positively (B = .172, p = .032) thus, hypothesis 2 was supported. Hypothesis 3
predicts that employee job satisfaction will influence their job search behaviors.
Consistent with our prediction, employee job satisfaction relates with job search
behavior negatively (p = -.238, p = .000) thus, hypothesis 3 was supported. Finally,
we predicted that physiological job demand will influence employee’s job search
behaviors, we uncover a non-significant relationship between the aforementioned

variables (B =.008, p =.911) thus, hypothesis 5 was rejected. See table 6.

This paper hypothesized that job satisfaction and physiological job demand will
mediate the relationship between HPWS and job search behavior. To augment the
evidence of the indirect effect, we bootstrapped the model to produce a bias-
corrected confidence interval (BC) for the standardized parameter estimate (Preacher
& Hayes, 2004; Hayes, 2013) utilizing a validation sample of (n = 2,000). We
uncover that HPWS has a significant indirect effect on job search behavior through
job satisfaction (B =-.148, p = .000) with a BC estimates at (p = .000, 95%
confidence interval: -.157 - -.047). We also uncover that physiological job demand
does not mediate the relationship between HPWS and job search behavior. Thus,

hypothesis 4 was supported and 6 rejected. See table 7.
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Table 6: Maximum Likelihood Estimates for the Research Model

Predictor Criterion Beta Standard t-value p
Variables Variables Coefficients Error

High-performance work systems  Job satisfaction 627 .091 6.857 -
High-performance work systems Physiological job demand 172 .080 2.148 032"
High-performance work systems  Job search behavior 213 103 2.069 039"”
Job satisfaction Job search behavior -.238 .063 -3.777 o
Physiological job demand Job search behavior .008 072 0.112 911

Notes: ~ Significant at the p < 0.05 level (two-tailed); ~ Significant at the p < 0.01 level (two-tailed)



Table 7: Research model effect distribution

Predictor Criterion Total Direct Indirect Confidence Interval
Variables Variables Effect Effect Effect [LO - UP] p
High-performance work systems Job satisfaction .627 .627 .000

High-performance work systems Physiological job demand  .172 172 .000

High-performance work systems Job search behavior .065 213 -.148 [-.157 to -.047] .001
Job satisfaction Job search behavior -.238 -.238 .000

Physiological job demand Job search behavior .008 .008 .000

Notes: LO, lower bound; UP, upper bound; “Significant at the p < 0.05 level (two-tailed); " Significant at the p < 0.01 level (two-tailed



Chapter 6

DISCUSSION AND CONCLUSIONS

This last part of our research comprises of the discussion about the results obtained
in the previous chapter related to the proposed research hypotheses, as well as the
conclusion for the overall study. The chapter sections are as follow: Discussion,

Theoretical and Practical Implications, and Limitations and Future Directions.
6.1 Discussion

Even though the relationship between HPWS and employee attitudes and behaviors
is well established, less is known about mechanisms that underline the relationship
between HRM practices and job search behavior as a negative phenomenon in
organizations. To the best of our knowledge, this is the first study to examine the
mediation effects of job demand and job satisfaction on the relationship between
HPWS and JSB in Iran. By analyzing the proposed relationship, this study relied on
COR theory; that people seek to obtain and maintain resources, and if a loss or threat
of loss happens, stress will occur which in turn will affect attitude and behavior of

individuals.

As predicted, results indicate that HPWS enhanced job satisfaction, which in turn led
to decreased JSB. The direct positive relationship between HPWS and JS is
consistent with COR theory, which suggests that different resources such as social
support, team working climate, training, feedback, job security and promotions

influence employee attitudes like job satisfaction. This confirms that HPWS
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enhances satisfaction by creating favorable experiences such as providing social
support, more financial or job security, opportunities for promotion and rewards. Job
satisfaction appears as a key variable in the relationship between HPWS and JSB as
it fully mediated the relationship between HPWS and the criterion variable. Thus,
HPWS are related to employee’s JSB because they have an influence on employee’s
attitude. We can say that the employee psychological outcome could serve as a
potential mediating link that has been neglected in HPWS research when examining
negative employee behaviors at workplace. COR theory states that HPWS can
influence employee’s JSB via employee attitudes such as job satisfaction through

gain or loss of resources (Lee & Mitchel, 1994).

Consistent with prior research, the findings reveal that there is a positive relationship
between HPWS and job demand (Ramsay et al., 2000). Employees subjected to
HPWS might experience higher level of stress compared to other employees due to
increased possibilities of imposing strains due to stress and intensity of
organizations. This is also consistent with COR theory which proposes that applying
more HPWS and demanding higher responsibilities could lead to higher
intensification which would increase stress as psychological cost in workplace. Job
demand doesn’t seem to have mediation effect on the relationship between HPWS
and job search behavior as the achieved result fails to support a mediating

relationship.

Therefore, the last hypothesis wasn’t supported. HPWS, appear to influence JSB
only via the optimistic pathway of HRM practices. This suggests that employees who
are exposed by high job demand do not necessarily engage in the search for

alternative jobs. Perhaps societies such as Iran, people have the perception that their
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actions are restrained and controlled by strict social norms and rules. Furthermore,
they accept the hierarchical order in the workplace and expect to receive very
specific and clear instructions on what to do and they are willing to accept the
benevolent autocrat. So, this cultural characteristic may be related to our result that
high level of job-demand in their workplace does not lead to job search. An
alternative explanation may be based on COR theory, stress may occur due to
imbalance between job demands and resources, but some job resources might
compensate for some effects of job demand on employee’s behavior (Bakker, 2007).
This finding implies that the attitudinal mechanisms of HRM’s influence could offset
the negative impact of high job demand. This means that if implementation of HPWS
practices joined with an appropriate improvement in employee’s attitude and
psychological aspects, these set of HR practices can decrease the negative effect of
HPWS such as stress and work overload on employees’ perception about the

workplace where they are working.

Additionally, from cultural point of view, HPWS’ effects on employees’ attitude and
behaviors may vary in different cultural contexts. Islamic values urge workers to be
committed and loyal and do their best in organization (Habib R. & Malik, 2016).
Based on religious perspective, workplace’s relationships in Iran go beyond the
written and psychological contracts between employers and employees. The Islamic
context may require HRM systems to have more focus on the employee human being
and not just the transactional relationship between the employee and the employer.
Contrary to the western notion of the “Weberian ideal type” bureaucratic system
where impersonality and position descriptions are expected to create an ideal
mechanic organization with the employees as the component parts serving their roles

(Walton, 2005), the Islamic context requires HPWS to focus more on the whole
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individual rather than only consider them with regard to their current duties in the
organization. In the Iranian context, a HPWS that is imitated from western examples
without considering the context, may lead to some undesirable outcomes where the
employee is overburdened with certain activities without appreciating the benefits for

their own wellbeing.
6.2 Theoretical and Practical Implications

The findings of this study offer some implications for mangers. The study shows that
HPWS is related to job satisfaction which in turn is linked to reduced unwanted
organizational outcomes such as “job search behavior”. The study sheds light on how
managers can invest in HR practices to retain talented employees. Consistent with
COR theory, HRM practices can be considered as helpful and effective resources in
organizations to reduce negative effects of various job demands (Bartram et al.,
2012). In other words, it is possible to alleviate negative impacts of job demand if job
resources are available and can buffer various negative aspects of job demand. For
instance, HPWS’ features such as selective hiring and proper training can help
individuals to cope with challenges easier, especially in emotionally demanding

situations (Xanthopoulou et al., 2007).

In recent years, the emergence of an alternative theoretical perspective to challenge
HPWS has emerged. This perspective argues that HPWS which is intended to create
a competitive advantage for organization may in fact result in neglect of the
individual employee’s needs and cause work overload, increasing pressure on the
individual and burnout (Barney & Wright, 1997). Employee psychological or
behavioral outcomes are either ignored or sacrificed for achieving the organizational

goals (Sparham & Sung, 2007). Extant literature highlights some evidence for
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negative impact of HPWS when managerial strategies to control workers behaviors
and efforts are exacerbated (Ramsey et al., 2000). It has been reported that
implementation of HR practices which consider employees merely as a component in
the organizational system mainly manifest strains which is caused by the intensity of
work stress (Chaudhuri, 2009). Moreover, HPWS can intensify workload, increase
job pressures, and lead to greater exhaustion (Gulzar et al., 2014), job insecurity, and
declining influence on the job can reduce quality of work life (Kumar, 2000).
Therefore, more employee-centered research considering HPWS’s effects on
employee psychological and behavioral outcomes (Fan 2014; Gulzar et al., 2014)
should be carried out to investigate the complex nature of how HPWS is related to
employee outcomes. In our study, we tried to have a closer look at the employee
perspective on HPWS and investigate whether perceived HPWS have some negative
psychological outcomes. The results of our study can provide necessary information
for decision makers and practitioners to determine the most effective set of high

performance work practices.

Constructive feedback reduces the effects of physical demand and helps employees
to do their job effectively and therefore enhances their performance. Policy makers
and managers should attempt to set the best fit bundle of HR practices and allocate
enough resources in their implementation HPWS. Managers should also focus on
how to appraise and compensate employee performance, to involve them in decision
making and to develop team-work in order to enhance motivation. They can apply
restorative techniques such as job design and training. We also encourage
management to respect the organizational chart, employees’ position and authority in

respect to promotions.
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The clear message of this study is that managers should balance between job
demands — resources in workplace and provide adequate resources for their
employees to buffer specific negative effects of job demands. Sometimes a simple
job resource is enough and helpful. For instance, social support by other colleagues
and supervisors, providing recreation opportunity or even scheduling flexibility
(sunshine morning) to avoid commuting during rush hours which could lead to
positive outcomes due to improvement of job resources that diminish the negative

effects of job demands.
6.3 Limitations and Future Directions

The present study has several limitations that are worth mentioning, although, this
study measured employee perception of HPWS and the other employee-rated
variables using two-time lag to reduce the potential effect of CMV, a time lag
designed study that solicits multi-source data would provide better insights and also
test for homology (Chen et al., 2005) among the predictor and criterion variables.
Respondents tend to overreport in referent or informant and underreport in self-
reports approach, to bypass this, a mixed method approach is recommended (Alam &
Bhatti, 2018). Given the momentum gained by artificial intelligence, machine
learning e.g., artificial neural network approaches can be utilized in future study as
proposed by (Abubakar, 2018; Abubakar et al., 2018, 2019; Leong et al., 2015; Sim
et al., 2014). Future research can also examine the diverse performance outcomes
related to the three components/bundles of the AMO model using the above
proposed methodological approaches. According to Kundu et al. (2016), AMO-
enhancing HR practices can help organization to create “employees” as a source of
competitive advantage. Last but not the least, our study examines these phenomenon

in private banks, findings from public banks would provide useful insights.
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Appendix A: English Questionnaire

Dear respondent,

You are kindly requested to fill out this questionnaire in a self-administered manner.
Please note that there are no right or wrong answers, and the information you provide
will be kept strictly confidential. We appreciate your time and participation in this
research.

® @) ©
Assessment scale: Strongly =~ Disa = Indiffer =~ Agr Strongly agree
disagree = gree ence ee

Please read each statement carefully 1 2 3 4 5
and indicate your response by placing
a circle or tick

HPWS
1  In my workplace, great effort is taken to select the 1 2 3 4 5

right person
2 Inmy workplace, long-term employee potential is 1 2 3 4 5

emphasized.

3 In my workplace, considerable importance is placed 1 2 3 4 5
on the staffing process.

4 In my workplace, very extensive efforts are made in 1 2 3 4 5
selection.

5  In my workplace, extensive training programs are 1 2 3 4 5
provided for individuals in customer contact or front-
line jobs.

6  Employees in customer contact jobs will normallygo 1 2 3 4 5
through training programs every few years.

7  There are formal training programs to teach new hires 1 2 3 4 5
the skills they need to perform their job.

8  Formal training programs are offered to employeesin 1 2 3 4 5
order to increase their promot ability in this
organization.

9  Employees have few opportunities for upward 1 2 3 4 5
mobility. (reverse-coded)

10 Employees do not have any future in this 1 2 3 4 5
organization. (reverse-coded)

11 Promotion in this organization is based on seniority. 1 2 3 4 5
(reverse-coded)

12 Employees have clear career paths in this 1 2 3 4 5
organization.

13 Employees in customer contact jobs who desire 1 2 3 4 5
promotion have more than one potential position they
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14  Employees in this job can be expected to stay with 1 2 3 4 5
this organization for as long as they wish.

16 The duties in this job are clearly defined. 1 2 3 4 5

18 The job description for a position accurately describpes 1 2 3 4 5
all of the duties performed by individual employees.

Performance appraisals are based on objective
quantifiable results.

22 Individuals in this job receive bonuses based on the
profit of the organization.

24 Employees in this job are often asked by their 1 2 3 4 5
supervisor to participate in decisions.

N
w
S
o

26 Employees are provided the opportunity to suggest 1
improvements in the way things are done.

@
®
©

. Strongly Disagr =~ Somewh = Somewhat  agree Strongl
Assessment scale: disagree ee at agree y agree
disagree
Please read each statement carefully 1 2 3 4 5 6
and indicate your response by
placing a circle or tick

93



PSYCAPT-24 items

2 | feel confident in representing my work area in meeting 3 56
with management.

4 | feel confident helping to set targets/goals in my work
area.

6 | feel confident presenting information to group of all
colleagues

8 At the present time, | am energetically pursuing my work
goals.

Right now | see myself as being pretty successful at work.

At this time, | am meeting the work goals that | have set
for myself.

14 1 usually manage difficulties one way or another at work. 3 5 6

94



16 | usually take stressful things at work in stride.

| feel | can handle many things at a time at this job.

If something can go wrong for me work-wise, it will.(R)

22 I’m optimistic about what will happen to me in the future 1 2 3 4 5 6
as it pertains to work.

24 Tapproach This job as if “every could has a silver lining”. 1 2 3 4 5 6
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never seldom = sometimes = often Almost
Assessment scale:

always
Please read each statement carefully and 1 2 3 4 5
indicate your response by placing a
circle or tick

JSB: How much time have you spent in the
last four months on several preparatory and
active job search activities?

1  Made inquiries/read about getting a job, 1 2 3 4 5
2  Prepared/revised resume, 1 2 3 4 5
3  Read classified/help wanted advertisements, 1 2 3 4 5

4 Talked with friends or relatives about possible 1 2 3 4 5
job leads

5 Spoke with previous employers or business 1 2 3 4 5
acquaintances about possible job leads,

6 Visited job fairs, contacted employment 1 2 3 4 5

agencies
7  Looked for jobs on the internet, 1 2 3 4 5
8  Made inquiries to prospective employers, 1 2 3 45
9 Sent out application letters/filled out job 1 2 3 4 5
applications
10 Gone onajob interview, 1 2 3 45

11 Listed yourself as a job applicant in a 1 2 3 4 5
newspaper, journal or professional association
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® © ©
Assessment scale: Strongly Disag Indiffere = Agr  Strongly
disagree ree nce ee agree
Please read each statement carefully 1 2 3 4 5
and indicate your response by placing a
circle or tick
JS ® &) ©
1 | feel fairly well satisfied with my present line 1 2 3 4 5
2 | feel a great sense of satisfaction from my line 1 2 3 4 5
3 All things considered (i.e., pay, promotion, supervisors, co- workers, 1 2 3 4 5
etc.), how satisfied are you with your present line of work?
® &) ©
Assessment scale: Strongly Disag = Indiffere = Agr = Strongly
disagree ree nce ee agree
Please read each statement carefully and 1 2 3 4 5
indicate your response by placing a
circle or tick
PSY-JD ® ) ©
1 My job requires working very hard. 1 2 3 4 5
2 | have enough time to get the job down. 1 2 3 4 5
3 My tasks are often interrupted before they can be completed, requiring 1 2 3 4 5
attention at a later time.
4 My job requires long periods of intense concentration on the task. 1 2 3 4 5
5 1 am not asked to do an excessive amount of work. 1 2 3 4 5
6 My job is very hectic. 1 2 3 4 5
7 Waiting on work from other people or departments often slowsme 1 2 3 4 5

down on my job.
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Demographics - Kindly place a thick ( v ) in the appropriate alternatives.

1. Your gender?

Male [ ] Female [ ]

2. How old are you?

Under20[]  21-30[] 31-40[] 41-50[] Over 51[]

3. Whatis your marital status?

Single [ ] Married [ ]

4. What is your monthly income?
Under 1 milion Toman [ ]
1 - 1.99 milion Toman [ ]
2 -2.49 milion Toman [ ]
2.5 - 3 milion Toman [ ]

Above 3 milion Toman [ ]
5. Whatis your level of education?
Middle School [ ] High School [ ] Some College [ ] Bachelor’s Degree [ ]

Higher Degree [ ]

6. Please indicate the number of years you have been working in this organization?

Less than 1 year [ ] 1-4years[] 5-8years[] 9 years and above [ ]
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Appendix B: Persian Questionnaire
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