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Abstract

A growing number of businesses, especially in the information technology sector, are
adopting High Performance Work Practices (HPWPs) to boost their productivity and
efficiency. Improved productivity for both workers and businesses may be achieved via the
use of HPWPs either singly or in bundles. The current research made the ability-motivation-
opportunity paradigm to clarify HPWPs. It argues that HPWPs improve workers' knowledge,
abilities, and motivation to accomplish their jobs, and that giving them a chance to participate
might have beneficial effects on the company. These three aspects help to establish sustained
employee performance.Human resource management strategies that encourage competence,
enthusiasm, and access to opportunity will provide the best results. The drive of this research
is to inspect how high-performance effort practices affect workers' organizational nationality
behaviour. Over-and-above-the-call-duty (OCD) activity refers to actions taken by a person
that are not required, but are helpful to the business and may underwrite to performance and
modestbenefit, but are not explicitly documented by official incentive system. This research
aims to investigate the connection among high performance work practices (HPWP) and
employee revenuepurposes by analysing the relationship between HPWP and OCB. The
research found that the introduction of HPWP in IT firms was significantly correlated with
higher levels of OCB among workers. Turnover Intentions are not significantly correlated
with HPWP or OCB.
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Introduction

High-Performance Work Practices (HPWP) may have a substantial influence on the
Information Technology (IT) industry. To boost productivity, businesses often use human
resource management practices known as "high-performance work practices,” or HPWPs.
HPWPs may play a significant role in the IT industry, where innovation, technical
competence, and employee skill are key to success. Some of the effects and advantages of
HPWPs in the IT industry are as follows: HPWPs may create an atmosphere that encourages
employee participation, which is especially valuable in the information technology sector.
Employees that are invested in their job, their projects, and the success of the company are
more likely to show initiative and dedication. Boosting Creativity and New ldeas: Innovation
is essential in the Information Technology field. Innovative solutions and products may result
from HPWPs that foster employee innovation and create platforms for open communication

and collaboration.

Keeping Your Skills Updated: In the ever-changing world of IT, it's crucial to always be
learning and growing. Training and development programmes are a common component of
HPWPs, allowing workers to acquire new skills and adapt to changing conditions in the
workplace. Turnover Rate Reduction High-performance work practices have been linked to
reduced turnover in the IT industry. When workers feel appreciated, have possibilities for
advancement, and are given with a good work environment, they are more inclined to remain
with the organization. Higher levels of productivity in IT organizations are possible as a result
of HPWPs' emphasis on employee participation, empowerment, and transparent
communication. In a field where productivity and fulfilling project deadlines are paramount,

this is of paramount importance.

Employees are more likely to work together to find solutions to complicated challenges in an
environment that fosters collaboration and acceptance. Having a staff that can successfully
cooperate and problem-solve is a huge asset in IT, since technical difficulties are prevalent.
Product and service quality, as well as customer satisfaction, may benefit from high-
performance work practices. Employees that are happy and invested in their work are more
likely to do a good job, which in turn will lead to satisfied customers. IT departments may
save money by using HPWPs, which have long-term advantages like lower turnover and

higher productivity but may need some upfront investment in training and development.
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Organizations that successfully use HPWPs might acquire a competitive edge in the
increasingly cutthroat information technology industry. Having a team that is both motivated
and talented may help a business succeed in the face of intense competition and shifting
market circumstances. Since customers and clients are increasingly prioritizing ecologically
and socially responsible businesses, HPWPs often highlight ethical and sustainable business
practices. High-Performance Work Practices, in sum, may have a significant effect on the IT
industry by increasing enthusiasm and productivity among workers, stimulating new ideas,
boosting existing ones, and boosting competence. Implementing these practises may help IT

firms remain competitive and adapt to the ever-changing world of technology and business.

Literature review

Human resource management (HRM) practisesas well their effect on commercialachievement
have been the subject of a great deal of study. Human resources practises have been shown to
have an impact on corporate results by moulding staff performancesas well as perspectives
(Huselid, 1995). High performance work practises are more successful because they
encourage workers to upkeep deeply around organization's mission and to work diligently
towards its objectives. By fostering the growth of relational coordination between workers
who execute different roles, high-performance work practises may boost organisational
performance. HPWPs have a significant impact on organisational performance, according to
research by James Comes et al. (2016). The combined effects of many HPWPs are greater
than those of any single one. In an effort to shed light on the topic, Carl F. Fey et al. (2019)
try to determine whether or not HRM practisestake a significant influence on company
performance as well, if so, how. The determination of this research is to examine in what
wayworker motivation and competence function as mediators of this connection. Human
resource management practises may be seen as the driving force that boosts employee
capability and motivation, ultimately leading to better business results. Maximum
performance is not achievable by only drive or skill. Performance is positively impacted by
the interaction effect of motivation and ability to a larger extent than would be predicted by
each factor acting alone. Therefore, workers need not just skill but also drive to perform at
their highest levels. Further, the research shows the relevance of environment in which
organisation works which leads in various schemes of HRM practisesexistenceadditional
effective in diverse nations. Once properly managed, human resources may help a company

gain a competitive edge and achieve peak performance.
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Paul and Anantharaman (2013) studied software professionals in India as well asinitiate that
HRM practises like providing a welcoming workplace, fostering opportunities for
advancement, conducting performance reviews with an eye towards improvement, and
providing thorough training all had a optimisticconsequence on worker loyalty to company. In
conclusion, high performance work practises (HPWPs) are supposed to underwrite to
workerflexibledetermination if they increase employees' ability, employees' motivation, and
employees' opportunity to participate (AMO). As a result, discretionary effort is considered to
be the bedrock of the organization's efficacy, adaptability, and social legitimacy (Boxall &
Purcell, 2013).

Paul Boselie's (2020) research aims to provide an empirical analysis of how high-performance
work practises affect employees' levels of dedication and civic engagement in the Dutch
healthcare industry. The findings of the research imply that OCB may be boosted by HPWPs
that promote chance to contribute. The research too showed that employee participation in
decision making on departmental problems and recruiting and selection of new colleagues
were two of the most effective HR interventions for fostering a high-performance work
environment. The people who work for a health care organisation are its most valuable
resources, making it essential that they demonstrate emotional commitment and organisational

citizenship in their work.

Organisational citizenship practises are inversely associated to turnover intentions, according
to research by Guy Paré and Michel Tremblay (2017), who set out to examine turnover
intentions among IT professionals. Higher levels of sentimentalpromisebetween its
extremelyaccomplishedspecialists result in low revenuepurposes, and HR practises that
offerworkers with adequatefunds as well asoccasions to progress their assistances (i.e.
capabilityexpansion, recognition of discreteaids, encouragement of accomplishment of
novelstages of accountability, and authorization of workers) can achieve this. In addition, the
practises of fair incentives, open communication, and skill development were proven to have

a negative impact on employees' plans to leave.

Smith, Organ, and Near (1983) found that many OCBs are dependent on workers' actions of
collaboration, benevolence, and unprompted, uncompensated assistance. Strategies for
enhancing organisational citizenship behaviour and gaining insight into its drivers are
essential for every successful business. At the individual level, the research team led by

Nathan P. Podsakoff et al. (2019) discovered that OCBs remained associated favourably to
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assessments of workerpresentation and incentive provision choices and adversely to
workerrevenuepurposes, definiterevenue, as well asnonattendance. Costs and unit turnover
were adversely correlated with OCBs, but a range of metrics of organisational success (such
as productivity, efficiency, and profitability) and customer satisfaction were favourably

correlated.

The research found that the relationship between incentive and performance evaluation
practises and service quality and, by extension, firm performance, is mediated by
organisational citizenship conduct.

Thadeus F. Mkamwa's research from 2019 analyses how High Performance Work Systems
(HPWS) affect productivity at both the organisational and individual levels. The widespread
use of HPWS improves organisational effectiveness by fostering creativity, increasing output,
and decreasing employee turnover. The study's results provide credence to the proposition
that a worker's output for a firm is a direct result of his or her skill level, motivation, and
access to meaningful work. An company may reap more advantages if its workforce is
equipped with more information, skills, and talents. Based on the results of the survey,
businesses should prioritise those HRM policies and procedures that workers rate as most
essential to their own satisfaction and productivity. Advancedeffortbehaviour,
organisationalnationalitybehaviour, and employee intents to stay in a position are all
influenced by employees' impressions of HRM practises relating to announcement,
presentationresponses, and employment situations including job safety, health and security,

and corporealemployedcircumstances.

Objectives of the study

e The purpose of research is to examine how High Performance Work Practises (HPWP)

affect workers' Organisational Citizenship Behaviour (OCB).

e To investigate how High Performance Work Practises (HPWP) influence employee

intent to leave their current position.

e To investigate how workers' levels of engagement in organisational citizenship

behaviour (OCB) affect their intentions to leave the company.
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Research methodology

The current research is ex post facto because of exploratory character of research. Self-
administered surveys and potential secondary sources were included into the research
strategy. Employees in the IT sector had their turnover intentions analysed to see how much
of an effect high performance work practises and organisational citizenship conduct had on
them. The sample included 112 workers from a range of IT firms in Chandigarh. Personal

contact with the respondents was made to solicit their replies and conduct the interviews.
Discussion

Since the present study aimed to measure employees' organisational citizenship behavior—
that is, their propensity to go above and beyond the call of duty in ways that benefit the
company but aren't formally rewarded—it stands to reason that this behaviour would be of
interest to business leaders. The five factors identified by Organ (1988b)—altruism (5 items),
courtesy (5 items), civic virtue (4 items), sportsmanship (5 items), and conscientiousness (5
items)—were used to create the Organisational Citizenship Behaviour Questionnaire (OCBQ)
used to assess OCBs. Using a five-point Likert scale ranging from "strongly disagree" to
"strongly agree," respondents gave their opinions. The resulting Cronbach alpha value of
0.829 indicates satisfactory internal consistency across the scale components.

Workplace practises that foster high performance relied on AMO (abilities, motivation, and
opportunity) model independent factors. High presentationeffortpractises that affect worker
talents, inspiration, as well chance to contribute were chosen after an in-depth analysis of the
literature and consultations with HR professionals and workers of IT firms. The ability and
skill development of workers is related to practises in selection, training, performance review,
and career planning. Companies' policies on things like performance compensation, job
stability, flexible scheduling, and open communication were all seen as contributors to
employees' will to succeed. Human resource practises on Contribution in resultcreation,
collaboration, and independenceemphasised need of providing employees with opportunities
to engage. The reliability coefficient measurements for the queries relevant to the AMO
model of HPWP were evaluated using Cronbach Alpha. The high value of the Cronbach alpha
for this scale indicates that the questions on the scale are very consistent with one another. For
the ability subscale, the Cronbach alpha was 0.716. This instrument was chosen and
developed with the help of a literature research, and it had twenty items. Higher-scoring

answers indicated an increased focus on the requisite skill. Items included inquiries about the
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company's high-performance approaches to hiring, training, evaluating workers' work, and
mapping out their professional futures. The motivation scale's Cronbach alpha was 0.749,
indicating high levels of internal consistency. An extensive literature research informed the

selection and development of the instrument's eighteen items.
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Pearson Correlation Analysis

High performance work practises are correlated with good organisational citizenship behaviour
(Table 2) at a moderate level of 0.558. While there is some link between HPWP and TI, it is
quite weak at 0.126, and the correlation between OCB and TI is much worse at 0.063.

Principal Component Analysis

Principal component analysis was used to identify the most influential aspects of IT workers'
High-Performance Work Practises and Organisational Citizenship Behaviour. This will aid
Senior Management in comprehending and keeping their attention on a few basic aspects that
contribute to low turnover.
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Figure4:Loading PlotforOCB
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KMO = 0.802, hence it is reasonable to use factor analysis as a means of data reduction as the
correlation amongst the pairs of variables can be clarified. Bartlett's test of sphericity is used
to scrutinize possibility that observed co-relation matrix is not statistically different from the
identity matrix. The variance of a factor is represented by its eigenvalue. The findings

indicated that three mechanisms are bright to clarify 57.167% of variation.

The different HPWP practises are loaded on one of the two components, as seen by the
rotating component matrix and loading graphic. Flexibility and opportunities for employees to
contribute are two examples of what may be called "ability and motivation enhancing
practises,” or HR policies that help workers improve their skills and knowledge. Employees
place a high value on these characteristics, therefore it stands to reason that they contribute
significantly to the HPWP's success.

Organisational Citizenship Behaviour

The KMO for Distributive Justice is 0.800, indicating that factor analysis is a valid method of
data reduction. The eigenvalues reveal that 59.69% of the total variation can be accounted for
by a single factor. This suggests that the five OCB variables are capturing the nuances of
conduct that aren't always rewarded in a standardised way. The amount of variation in the five
OCB components is shown on a scree plot (Figure 3). When using these five components, the
loading plot looks like Figure 4.
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Table3:RegressionAnalysis

Model Summary

Model R RSquare| AdjustedRSquare | Std. Error of the
Estimate
1 .595?| .354 327 9.98314

RegressionAnalysis

Regression analysis may be used to understand the average value of the dependent variable
when just one independent variable is altered. The value of R2 derived using high
performance work adheres to as the variable that was independent and organisational
citizenship behaviour as the variable that is dependent was 0.354, indicating that high
achievement work adheres to in terms of ability-motivation strengthening adheres to and
opportunity to take part adheres to might clarify 35% of the difference in corporate nationality

behaviour.

Conclusion

The present study set out to answer the question, "What is the relationship between
employees' multifaceted high performance work practises, organisational citizenship
behaviour, and intentions of quitting their positions in IT-related businesses in the
Chandigarh area?" by surveying employees at various IT companies in the Chandigarh area.
The conclusions of this study are consistent with those of other investigations that have
attempted to determine whether or not there is a link between the use of HPWP in IT
businesses and employee OCB. Intentions to leave have a modest relationship with HPWP
and OCB. Although there is a negative correlation between HPWP and turnover intentions
and between OCB and turnover intentions, the findings of this study suggest that other
factors, such as a demanding job role, chances for growth, the impact of a manager, and so on,
could be contributing to elevated rates of attrition and should be further investigated. High
performance work practises (HPWPS) connected to recruitment practises, performance
evaluation, and compensation based on performance are negatively associated with turnover
intentions in the IT sector. Companies which embrace HPWP communicate signals to their
personnel that they respect and care regarding their employees and want to establish a

reciprocal relationship with people.
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