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 The present study examines the relationship between high performance human resource (HPHR) 
system and organizational citizenship behavior (OCB) in Vietnamese enterprises, and explores the 
mediating role of job satisfaction in this interaction. Data collected from 179 line managers working 
in Vietnamese companies by structured questionnaires. The results indicate that the positive rela-
tionship between HPHR system and organizational citizenship behavior was mediated by job sat-
isfaction. The study also provides evidence in terms of the application of HPHR system to foster 
the organizational outcomes and contributes to understanding the underlying mechanism in human 
resource system and employee’s behaviors relationship. 
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1. Introduction 
 
 

Human resource management (HRM) literature has highly registered the use of HRM practices to furnish employees’ attitude 
and behavior to achieve business objectives. The resource-based theory indicated it is necessary that organizations adopt HRM 
practices which can be easily inimitable and encourage employees to create added value to organizations in order to compete 
in the market (Wright & McMahan, 1992). There are several HRM systems which are beneficial for employees and organi-
zations such as high performance human resource (HPHR) system (Huselid, 1995), high commitment human resource system 
and high involvement human resource system (Guthrie, 2001). In which, HPHR system is known as “a system of human 
resource practices designed to enhance employees’ skills, commitment, and productivity in such a way that employees become 
a source of sustainable competitive advantage” (Datta, Guthrie, & Wright, 2005, p. 136) has a positive relationship with 
numerous indicators of organizational performance (Combs, Liu, Hall, & Ketchen, 2006). A growing body of work from 
various disciplines characterized HPHR system as a modern form of HRM system to enhance organizational performance. 
Besides, a number of scholars have attempted to explore the relationship of HPHR system with employees’ attitudinal and 
behavioral outcome. Recently, HR scholars have increasingly paid attention to investigations into the linkage between HPHR 
system and employee’s behaviors, which are related to the organizational effectiveness (Delery, 1998; Wright, McMahan, & 
McWilliams, 1994). Specifically, the researchers have turned their attention to study the effect of HRM systems on individual 
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employee attitudes and behaviors (Allen, Shore, & Griffeth, 2003; Kuvaas, 2008; Wright, Gardner, & Moynihan, 2003; Zacha-
ratos, Barling, & Iverson, 2005), job satisfaction and affective commitment (Allen et al., 2003; Takeuchi, Chen, & Lepak, 
2009; Wu & Chaturvedi, 2009), trust in management and organizational commitment (Whitener, 2001). Sun, Aryee, and Law 
(2007) indicated that organizational citizenship behavior (OCB) constituted the mechanism through which HPHR system 
positively impacts organizational performance. Though there exists a debate on mediating process and mechanisms involved 
in HRM effects, which is called “black box” problem (Paauwe, 2009; Ramsay, Scholarios, & Harley, 2000). In addition, 
organizational commitment and job satisfaction as mediators in the positive linkage between HRM systems and individual 
behaviors within an organization have also investigated; however, the findings have been varied (Allen et al., 2003; Kehoe & 
Wright, 2013; Kuvaas, 2008; Snape & Redman, 2010a). Therefore, it is necessary for future research to examine the impact 
mechanism of HRM practices on individual behaviors (Alfes, Shantz, Truss, & Soane, 2013). However, few studies have been 
devoted on this issue. This study aims to explore the mediating mechanism through which HPHR system influence OCB. To 
achieve this objective, this research based on social exchange theory (Blau, 1964). From this theoretical perspective, the 
employees are assumed to reciprocate the companies’ employment practices by their performance, commitment and retention 
(Pittino, Visintin, Lenger, & Sternad, 2016). The key argument in this research is that when the company applies the HPHR 
system that provides employees more opportunities to take part in decision making process, motivates employees by deliver-
ing recognition, as well as improve employees’ skills, knowledge, and ability to perform their job roles (Lepak, Liao, Chung, 
& Harden, 2006). Consequently, the employees would feel more satisfied with their jobs and they are thus willing to recipro-
cate in a positive manner by working harder and becoming more committed to the organization, and thereby engaging more 
in OCBs (Appelbaum, 2000; Settoon, Bennett, & Liden, 1996). The empirical study focuses on Vietnam context with the aim 
of demonstrating the generalizability and application of Western theories to the Asian context. Being one of Asia's fastest-
developing countries, Vietnam has a high average annual growth, and Vietnam organizations strive to utilize HPHR system 
in reinforcing employee in-role performance. However, there are a few studies on the impact of HPHR system on Vietnamese 
organizational performance. In addition, the SHRM literature highlights that most studies examining the relationship between 
HPHR system and OCB have been conducted in the Western countries. Therefore, this study will be evidence to foster the 
importance of application HPHR system to foster the organizational outcomes and contributes to understanding the underlying 
mechanism in human resource system and employee’s behavior relationship. 
 
2. Theoretical background and hypothesis development 
 
2.1. High performance human resource systems 
 
A large number of researchers have focused on exploring the impact of individual HRM practices on employee behaviors at 
the individual level. However, some recently HRM scholars argued that HRM practices need to be treated as a set or bundle 
of individual HRM practices rather than single practices to assess their influence on employee outcomes (Gould-Williams & 
Mohamed, 2010; Snape & Redman, 2010). Some recent studies examined multiple HR practices as a system; specifically, 
HRM system was mentioned as an HPHR system (Huselid, 1995) or as an HRM practice configuration (Delery & Doty, 1996; 
Lepak & Snell, 1999). Wright and Boswell (2002) argued that single HRM practices can create an effect of substitution, 
complement, or even conflict with other HRM practices. A coherent “system” or “bundle” (Delery & Doty, 1996; MacDuffie, 
1995) of HRM practices which can bring to higher effectiveness, as in the synergistic relationship, any HRM practice can 
support and enhance the effectiveness of one another; thus, the effect of entire HRM system is greater than the sum of single 
effects from each HRM practice alone (Becker, Huselid, Pickus, & Spratt, 1997; Ichniowski, Shaw, & Prennushi, 1997). This 
leads to the perception of HRM systems rather than single HRM practices which may be appropriate for identifying employee 
behaviors and attitudes (Guest, Conway, & Dewe, 2004; Guest, 2004; Paauwe, 2009). Hence, there is a need to study the 
impact of the entire system of HRM practices on employee behaviors. HPHR practices are considered as “coherent practices 
that enhance the skills of the workforce, participation in decision making, and motivation to put forth discretionary effort” 
(Appelbaum, 2000, p. 26) and “result in … superior intermediate indicators of firm performance and sustainable competitive 
advantage” (Way, 2002, p. 765). Although HPHR system is a subject in many HRM research, there exits little consensus 
among HR scholars about the specific HRM practices to be comprised in the configuration of HPHR system (Becker & 
Gerhart, 1996; Collins & Smith, 2006; Datta, Guthrie, & Wright, 2005; Delaney & Huselid, 1996). The specific HRM prac-
tices comprised in HPHR systems have embedded numerous across research; however, a commonality of HRM practices in 
high performance approach focuses on developing workforce skills and ability, increasing employee motivation for discre-
tionary effort, and providing employees with opportunity to fully utilize their knowledge, skills and other attributes in their 
jobs (Appelbaum, 2000; Combs, Liu, Hall, & Ketchen, 2006; Guest, 1997) to perform behaviors consistent with organizational 
goals. Therefore, HPHR systems are determined by the combination of single HRM practices that collectively influence or-
ganizational performance. Particularly, based on dimensions of HPHR systems adopted by Sun et al. (2007), our study in-
cluded HRM practices which develop ability such as selective staffing, extensive training; enhance motivation such as results-
oriented appraisal, incentive reward, employment security; and create opportunities such as internal mobility, encouragement 
of participation, clear job description (Sun et al., 2007). 
 
2.2. The linkage between high performance human resource system and organizational citizenship behavior 
 
The linkage between an organization and its employees can be conceptualized as “involving economic and social exchange” 
(Snape & Redman, 2010, p. 1224). Economic exchange involves exclusively in a specific contract relationship, which only 
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requires particular performance of contractual obligations, does not expect performance beyond the detailed contractual terms. 
In contrast, social exchange is based on imperfectly specific terms and norms of reciprocity (Blau, 1964). Social exchange 
theory shows that discretionary benefits offered to the exchange partner are paid back in a discretionary way in the longer 
term (Blau, 1964; Rhoades & Eisenberger, 2002). Social exchange perspective gives a conceptual framework to explain how 
employee perceptions of HRM system are related to employee behaviors. If employees receive socio-emotional and economic 
benefits from their organizations, they will return discretionary role behaviors to their organizations. These discretionary role 
behaviors are considered as forms of organizational citizenship behaviors (OCB). OCB commonly known as an extra-role 
behavior is defined as “individual behavior that is discretionary, not directly or explicitly recognized by the formal reward 
system, and that in aggregate promotes the effective functioning of the organization”(Organ, 1988, p. 4). OCBs go beyond 
the basic requirements of the job and thereby, they are not easily enforced by the threat of sanctions (Smith, Organ, & Near, 
1983). HRM practices may be viewed as an input into the social exchange process (Snape & Redman, 2010). HRM systems 
can develop an environment which can encourage or even discourage OCB (Morrison, 1996). When employees receive long-
term investment from organizations through HPHR practices, they feel obligated to reciprocate with discretionary role behav-
iors that are typically conceptualized in terms of OCB (Gong, Chang, & Cheung, 2010; Shaw, Dineen, Fang, & Vellella, 
2009; Sun et al., 2007). As Hannah and Iverson (2004, p. 339) asserted: “HRM practices are viewed by employees as a 
“personalized” commitment to them by the organization which is then reciprocated back to the organization by employees 
through positive attitudes and behavior”. In a similar vein, Leana and Van Buren (1999) indicated that human resource man-
agement practices foster the development of high-quality exchange relationship leading employees to assume the role of good 
organizational agents. Indeed, they stressed that “if individuals believe that their efforts are an integral part of a collective, 
they are more likely to spend time doing things the organization and/or its members find useful (e.g., engaging in extra-role 
behavior or working cooperatively) and less time doing things benefiting the individual but not the organization (e.g., social 
loafing, self-promotion, or unwillingness to cooperate)” (Leana & Van Buren, 1999, p. 548). Further, in employee – organi-
zation relationships, the mutual investment reflected in HPHR system will motivate employees to perform better on their core 
tasks and also demonstrate more citizen behaviors to their organizations (Tsui, Pearce, Porter, & Tripoli, 1997). HPHR system, 
namely selective staffing, extensive training, internal mobility, employee security, clear job description, result-oriented ap-
praisal, incentive reward and participation, provides employees with multiple social resources such as appreciation, recogni-
tion, prestige, fairness, growth and empowerment, which foster social exchange relationship with employees. Through the 
implementation of HPHR system, employees are likely to perceive investment from their organizations and reciprocate by 
expanding their job roles and engaging more in OCB (Morrison, 1996). In line with this argument, the findings of (Sun et al., 
2007) from cross-level analysis reported that HPHR practices were positively related to service-oriented OCB. Moreover, 
based on a collective social exchange approach, a study conducted at the middle management group level in China firms 
found that HPHR system had a positive relationship with collective OCB through collective affective commitment (Gong et 
al., 2010). Hence, we propose that: 
 

Hypothesis 1: There is a positive relationship between HPHR system and OCB. 
 
2.2. The relationship between high performance human resource system and job satisfaction 
 

As mentioned above, the conceptualization of HPHR system assumed that such systems contain a set of HRM practices that 
have an impact on employee’s motivation and attitudes (Huselid, 1995). HPHR system can encourage employee participation 
in decision making, motivate employees as well as enhance knowledge, skill and ability of employees to perform better their 
job duties (Lepak et al., 2006). Employees will feel satisfied when their organization offers them opportunities to participate 
in decision making process, deliver training programs to improve their knowledge, skill and ability to fulfil their tasks and 
provide clear communication between hierarchies (Guest, 1999, 2004; Guzzo & Noonan, 1994). Accordingly, HPHR system 
plays an important role in increasing employee job satisfaction (Harley, 2002; Macky & Boxall, 2007). There is also increasing 
body of work providing evidence that job satisfaction is associated with HPRH systems (Appelbaum, 2000; Guest, 1999; 
Harley, 2002; Macky & Boxall, 2007). Particularly, Guest (1999) indicated that employees who assessed experiencing higher 
numbers of HRM practices reported a higher level of job satisfaction. Similarly, Macky and Boxall (2007) also asserted that 
high performance work practices were generally related to improvement of employee attitudes, especially would have more 
satisfied employees (Appelbaum, 2000; Guest, 1999). Takeuchi, Chen, and Lepak (2009) conceptualized and tested HPHR 
practices as a system to explore the influence of an overall HRM system on individual employee attitudes, and also acknowl-
edged the positive relationship between HPHR system and job satisfaction. Consequently, we claim that the use of HPHR 
system makes employees feel more satisfied because this system allows them to have more voice in organizational goal 
setting, empower them more job autonomy, and also provide them more training and development opportunities. Employees 
are more likely satisfied with their jobs simply because they respond to a HPHR system implemented within their organization. 
Therefore, we propose that:  
 
Hypothesis 2: The implementation of HPHR system is positively related to job satisfaction. 
 
2.3. Job satisfaction and organizational citizenship behavior relationship 
 
Job satisfaction is known as one of crucial job attitudes (George & Jones, 1997; Jehn, Northcraft, & Neale, 1999; MacKenzie, 
Podsakoff, & Ahearne, 1998). The OCB literature recognized the positive relationship between job attitudes and OCB. The 
initial research on main antecedents of OCB focused on employee characteristics, one of which is a general affective “moral” 
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factor (Bateman & Organ, 1983; O'Reilly & Chatman, 1986; Smith et al., 1983). The affective “moral” factor viewed as 
underlying perceptions of fairness and leader supportiveness, job satisfaction and organizational commitment (Organ & Ryan, 
1995) had a significant relationship with OCB and was considered as important determinants of OCB (Podsakoff, MacKenzie, 
Paine, & Bachrach, 2000). In the critical review of theoretical and empirical OCB literature, Podsakoff et al. (2000) identified 
job attitudes such as employee satisfaction and organizational commitment, perception of fairness as one of antecedents of 
OCB, which are more strongly associated with OCB than the others. The positive influence of job satisfaction and organiza-
tional commitment on citizenship behaviors have been examined in several previous research (Bateman & Organ, 1983; 
Moorman, 1991; Moorman, Niehoff, & Organ, 1993; Organ, 1988, 1990; Smith et al., 1983). Similarly, the positive link 
between job satisfaction and extra-role behaviors was also explored in the study of sale employees (MacKenzie et al., 1998). 
Employees satisfied with their job will respond in kind by showing willingness to engage more in extra-role behaviors. The 
conceptual basis for predicting job satisfaction – OCBs relationship draws upon social exchange theory (Blau, 1964), which 
indicates that in given certain conditions, employees will seek to reciprocate those who benefit them. As employees’ satisfac-
tion origins from organizational efforts such use of HPHR system to enhance employees’ competencies, create development 
opportunities, and such efforts are inferred as non-manipulative and volitional intent, employees will seek to pay back those 
organizational efforts with more OCBs. A positive relationship between job satisfaction and OCBs thus is expected. 
 

Hypothesis 3: There is a positive influence of job satisfaction on OCB. 
 

2.4. Job satisfaction as mediator in high performance human resource system – organizational citizenship behavior 
relationship 
 

Although the empirical research asserted the positive link between HPHR practices and OCB (Alfes, Shantz, Truss, & Soane, 
2013; Gong et al., 2010; Snape & Redman, 2010; Sun et al., 2007), this link likely relies on some intervening attitudinal 
explanation that was not directly influenced by immediate rewards such as extensive training, performance-based incentives 
from the organization, such as HPHR system, to increase extra-role behavior (Kehoe & Wright, 2013). Further, Guest (1997) 
proposed a theoretical model on HR practices – performance relationship and suggested that employee perceptions of HR 
practices result in attitudinal outcomes, which consecutively produce behavioral outcomes such as OCB. Particularly, the 
HPHR system–OCB relationship can be better explained indirectly through the influence of HPHR system on job satisfaction. 
According to HRM theorist, behavioral and attitudinal outcomes of employees are shaped by “the communicative nature of 
everyday HR practices” (Guzzo & Noonan, 1994, p. 453). In addition, Rousseau and Greller (1994, p. 385) also noted that “a 
person’s experience in an organization . . . is shaped by personnel actions such as recruiting, appraising performance, training, 
and benefits administration”. The communicative feature of HPHR can lead to the development of psychological relationship 
between employees and their organizations through building trust and producing norms of reciprocity (Arthur, 1994; Pfeffer, 
1994). Previous studies mentioned to HPHR system as a mutual investment approach, which was developed based on a re-
ciprocal relationship and social exchange perspectives (Tsui et al., 1997). From social exchange theory, HPHR system pro-
vides employees opportunities to take part in decision making process, motivates employees by delivering recognition, as 
well as improve employees’ skills, knowledge, and ability to perform their job roles (Lepak et al., 2006), which make em-
ployees feel more satisfied. Employees are thus willing to reciprocate in a positive manner by working harder and becoming 
more committed to the organization, and thereby engaging more in OCBs (Appelbaum, 2000; Settoon et al., 1996). Through 
mutual reinforced HPHR system, the organization provides their employees substantial inducements, which extend beyond 
monetary rewards, results to more job satisfaction. Consequently, employees are willing to contribute in order to achieve 
organizational goals as well as are more motivated than others to exert considerable efforts in extra role performance to further 
organizational effectiveness, even if they do not expect to be directly compensated for this behavior. Thus, we propose that:  
 
Hypothesis 4: Job satisfaction will mediate the relationship of HPHR system and OCB. 
 
3. Research methodology 
 
3.1. Data and sample 
 
In this study, the data were collected from Vietnamese firms, which were located in big cities in Vietnam, namely Hanoi, 
Hochiminh and QuangNinh. These firms represented various industries, size, and ownership types. The structured question-
naires were sent to the target respondents who were line managers of Vietnamese firms. The study excluded responses from 
non-line managerial respondents; and finally, there were total 179 usable questionnaires for the analysis. The information of 
participants in this research was assured to be confidential and anonymous. Of the sample, most of the respondents were 
working in limited and joint stock companies; particularly, 18 are in private companies, 76 are in limited companies, 64 are 
in joint stock companies, 14 are in public companies and the rest are in other ownership types. The size of the company is 
very diverse with 23.5% having from 10 to 50 staffs and 17.9% of from 100 to 200 staffs. Especially, there are 52 companies 
having more than 300 employees, accounting for 29.1%. Regarding the industry, approximately a half (49.2%) of the respond-
ents were working in commerce and service section and just one-thirds (30.7%) in industry and construction, and approxi-
mately one-tenth (7.8%) in agriculture, aquaculture and fishery section. The majority of respondents had more than 3 years 
of working experience (89.9%). These figures are quite consistent with the range of age of respondents with more than 90% 
of them are more than 26 years old. Concerning the educational background, higher education is dominated with 92.9% of 
respondents having a bachelor or master degree. This indicated a favorable picture of well-educated respondents. They have 
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enough working time to have a good insight of company. Besides, 62.6% of respondents is male and 37.4% is female. People 
who answered the questionnaire are working for different departments. This result indicated that the sample is reliable and 
able to represent the target population. 
 

3.2. Measurement 
 

The questionnaire was designed, translated into Vietnamese, and pretested. The draft questionnaires were developed in Eng-
lish, and then independently translated into Vietnamese by two Vietnamese bilingual academics who are in charge of conven-
tional translation and back-translation. Then, the questionnaires were reviewed by two HR managers of Vietnamese compa-
nies to test the accuracy of the professional terms and perspicuity. The main content of the questionnaire comprises 60 ques-
tions focusing on surveying the respondents’ assessment on HPHR, job satisfaction, and OCB. Concerning these quantitative 
questions, respondents are required to rate their agreement with each statement based on a 7-point Likert scale, varying from 
1-strongly disagree to 7-Strongly agree. In the general information part, company size in term of the number of employees, 
industry, type of ownership, tenure, education background, working department, gender and range of age of respondents are 
also contained by choosing among proposed alternatives. 
 

High performance human resource system: A 27 item HPHR scale adapted from L.-Y. Sun et al. (2007) was used to measure 
HPHR system. The HPHR subscales, including selective staffing, extensive training, internal mobility, employment security, 
clear job description, result-oriented appraisal, incentive reward, were measured. Respondents were required to choose an 
option with seven-point Likert-type scale ranging from 1 – “strongly disagree” to 7 – “strongly agree” for evaluating statement 
on HPHR practices. Some item examples are " There are formal training programs to teach new hires the skills they need to 
perform their job.", “Performance is more often measured with objective quantifiable results.”, or " Promotion in this organ-
ization is based on seniority (reverse-coded)". The study conducted factor analysis, including both exploratory and confirma-
tory to test the validity of the measurement of HPHR practices. Firstly, the study used SPSS ver22 to run exploratory factor 
analysis (EFA). The EFA results removed 7 items because of their factor loading value less than cut off point of 0.5 and their 
cross-loadings on other factors; and the remaining 20 items hence were grouped into 6 factors namely job description and 
appraisal, extensive training, employee security, internal mobility, selective staffing and incentive reward (as shown in Table 
1).  

Table 1 
Exploratory factor analysis results of HPHR System 

Component 
HPWS Job description & appraisal  Extensive training  Internal mobility  Employee security  Incentive reward  Selective staffing  
APP3 .550      
DES1 .614      
DES2 .718      
DES3 .760      
APP1 .830      
APP2 .884      
TRA2  .789     
TRA3  .814     
TRA4  .852     
TRA1  .890     
MBO3   .539    
MBO1   .698    
MBO2   .866    
PAR2    .505   
SEC2    .659   
SEC1    .813   
REW1     .651  
REW2     .877  
STA2      .610 
STA1      .686 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy Barlett’s Test of Sphericity 0.857 
Approx. Chi-square 2022.073 df =190 (Sig. < 0.01) 
Cronbach’s 
Alpha 

.891 .905 .700 .687 .751 .814 

 
Moreover, the confirmatory factor analysis was also employed to ascertain factor structure of 20 HPHR items explored in 
EFA. The CFA findings indicated a HPWS 6 factor model with chi-square of 279.466 (p-value < 0.001) (CMIN/df = 2.086, 
GFI = 0.872, AGFI = 0.804, CFI = 0.931, TLI = 0.91, RMSEA = 0.077). These results confirmed a six factor measurement 
model of HPHR practices with a good model fit (Byrne, 2009; Hu & Bentler, 1998). 
 
Organizational citizenship behavior: Following Organ (1988, 1990) and Podsakoff et al. (2000), a set of 22 items with a 
response scale ranged from 1 – “strong disagree” to 7 – “strongly agree” is used to measure employees' OCB (e.g. “Attends 
functions that are not required, but help the company image”). In the measurement scales, there were some reversed items 
used, such as “I consume a lot of time complaining about trivial matters”. OCB is divided into some dimensions, namely civic 
virtue, sportsmanship, altruism, courtesy, and conscientiousness (Organ, 1988, 1990; Podsakoff et al., 2000). Similar to meas-
urement of HPHR system, both exploratory and confirmatory were employed to test the validity of the measurement of OCB. 
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In the EFA results, four items were removed due to their low factor loading; and the remaining 18 items hence were grouped 
into 3 factors; namely, sportsmanship, altruism and courtesy, conscientiousness and civic virtue (as shown in table 2). More-
over, results of confirmatory factor analysis also affirmed that the three factor model of OCB achieved a good model fit with 
chi-square of 218.372 (p-value < 0.001) (CMIN/df = 2.003, GFI = 0.88, AGFI = 0.83, CFI = 0.95, TLI = 0.94, RMSEA = 
0.074) (Byrne, 2009; Hu & Bentler, 1998). 

Table 2 
Exploratory Factor Analysis results of OCB 

Component 
OCB Altruism and courtesy Conscientiousness and civic virtue Sportsmanship 
COUR 2 .545   
ALT4 .631   
COUR1 .657   
ALT5 .694   
ALT1 .753   
ALT3 .855   
ALT2 .941   
CONS5  .490  
CONS1  .494  
CONS3  .639  
CIV1  .645  
CONS2  .646  
CIV4  .900  
CIV3  .942  
SPO1   .564 
SPO3   .708 
SPO2   .789 
SPO4   .809 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy Barlett’s Test of Sphericity .902 
Approx. Chi-square                                                                                                                                                            2238.215 df = 153  Sig. < 0.001  
Cronbach’s alpha .908 .898 .816   

Job satisfaction: Job satisfaction was measured by 11 items with 7-point scale with endpoints "strongly disagree" and 
“strongly agree” developed and assessed by (Brayfield & Rothe, 1951). For example, the respondents rate their agreement 
toward these statement “Most days I am enthusiastic about my work”, or “I consider my job rather unpleasant” (reversed 
item).  After eliminating the item JS8 - "Each day of work seems like it will never end" - with the corrected item-total corre-
lation is also so low at 0.220, the Cronbach's alpha for Job satisfaction is 0.902. The results indicated that the measures in this 
study achieved the adequate reliability and validity. The results of reliability of scales were a consequence of a well-designed, 
clear questionnaire, well-grouped, and good samples. And the measures gain the extreme reliability (Hair, Black, Babin, 
Anderson, & Tatham, 1998; Nunnally & Bernstein, 1994). 
 

Control variables: The study used size and ownership type of the firms that line managers worked for as the control variables, 
since these factors have been argued to have an effect on the implemented HPHR system (Boyne, Poole, & Jenkins, 1999; 
Teo, 2002). Besides, the study also controlled industrial sectors such as manufacturing and service sectors, as this variable is 
likely to impact HPHR system (Bennett, Ketchen Jr, & Shultz, 1998). Additionally, the tenure of respondents was controlled 
because this may have an influence on their perceptions of implemented HPHR system (Sheehan, Cooper, Holland, & Cieri, 
2007).  
 
3.3. Analysis method 
 
The study started with the descriptive statistical analysis, which is followed by multiple regression analysis to test the hypoth-
esis by using SPSS ver.22. In order to examine the mediating role of job satisfaction in the relationship between HPHR and 
OCB, the four-step regression analysis was used (Baron & Kenny, 1986; James & Brett, 1984; Judd & Kenny, 1981) to 
identify whether job satisfaction enhances the effect of HPHR on OCB in this research context or not. According to this 
method, there are three conditions that need to satisfy. Firstly, the causal and effect relationship between independent variable 
(HPHR) and dependent variable (OCB) is tested. Secondly, the correlation relationship between independent variable (HPHR) 
and mediating variable (job satisfaction) must be significant. Thirdly, the relationship between mediating variable (job satis-
faction) and dependent variable (OCB) also must be demonstrated. Finally, the multiple regression between independent 
variable (HPHR), mediating variable (job satisfaction) and dependent variable (OCB) is investigated to identify the role of 
mediating variable. In case the influence of independent variable (HPHR) on dependent variable (OCB) is reduced but still 
significant. The result fits with a partial mediation model. On the other hand, the relationship between independent variable 
(HPHR) on dependent variable (OCB) is not significant anymore. The result fits with a full mediation model. In addition, this 
study also used bootstrapping to evaluate whether the indirect effects of the independent variable on the dependent variable 
through the mediator were statistically significant. In bootstrapping, the study employed the PROCESS software developed 
by Hayes. In bootstrapping, statistical significance is established when the confidence interval generated by repeated sampling 
does not contain zero (Edwards & Lambert, 2007). Moreover, based on the normal theory approach, the study also employed 
the Sobel’s test (Sobel, 1982) for indirect effect. 
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4. Results 
 

4.1. Descriptive statistics 
Before doing regression analysis, the Pearson correlation coefficient (r) is examined with the intention of evaluating the cor-
relations among variables. The analysis results in a correlation matrix among variables are shown in Table 3. The absolute 
size of the number indicates the magnitude of the correlation of two variable and the sign reveals the direction of relationship 
(Christensen et al., 2011). With all Sig. values at the 0.01 level, the results show that there is the positive correlation among 
research variables. In detail, HPHR has a strong positive correlation with job satisfaction at Pearson Correlation coefficient 
of 0.614. Similarly, the HPHR and OCB have a strong positive correlation at Pearson correlation coefficient of 0.451. Job 
satisfaction and OCB also possess the same trend with the relatively higher value of Pearson Correlation coefficient at 0.632. 
The above outcome demonstrated the appropriateness to apply regression analysis to this set of data. 

Table 3 
Descriptive statistics and Correlations  

Variables Mean SD 1 2 3 4 5 6 
1 HPHR system 4.750 .8786 1      
2 Job satisfaction 4.421 .7704 .614** 1     
3 OCB 4.736 .7169 .451** .632** 1    
4 Size 2.905 1.6065 .083 .134 .145 1   
5 Industrial sector 1.659 .7940 -.036 -.095 -.101 .045 1  
6 Type 1.531 .9198 -.037 .055 .119 .205** .103 1 
7 Tenure 2.827 1.0322 .100 .072 .014 -.091 -.210** -.057 

Note: **p < 0.01 
 

Besides, the mean values of three factors felt in the range from 4.4 to 4.7 out of 7.0. It means that most of the respondents 
agree with these statements in the questionnaire. Specifically, HPHR system has a mean of 4.750 (SD=0.8786), mean of job 
satisfaction is 4.421 (SD=0.7704), and OCB has a mean of 4.736 (SD=0.7169). This provides the initial outcome that would 
be supportive for the proposed hypotheses. To demonstrate the research hypotheses, the further analyses are very essential. 
 

4.2. Hierarchical multiple regression analysis 
 

To test the three first hypotheses, linear regression analysis will be employed. This is also the most widely statistical analysis 
using to explore the relationship among quantitative variables (Christensen, Johnson, Turner, & Christensen, 2011, p. 418). 
In this statistical analysis, two quantitative variables will be analyzed to indicate the correlation. With the support of SPSS, 
the degree of influence of independent variable on dependent variable is also indicated. Table 4 displays the results of regres-
sion analysis. In model 1, the dependent variable was OCB. Except independent variable, HPHR system, all the control vari-
ables had no significant effect on OCB. Consistent with our prediction, HPHR system was found to have a significant and 
positive effect on OCB with β = 0.3665, p < 0.01. The value of R-square in model 1 is 0.2405 which means that 24.05% of 
variance in OCB is explained by HPHR system. Upon the result, the Hypothesis 1 is supported. This finding is also supported 
by studies conducted by Morrison (1996) and Sun et al. (2007). Similarly, the model 2 and model 4 showed the results of 
regression analysis between job satisfaction and OCB, HPHR and job satisfaction. In model 2, job satisfaction was also found 
to have significant and positive effect on OCB (β = 0.5750, p < 0.01). Turning to model 4, the study obtained the similar 
results, which indicated the significant and positive relationship between HPHR system and job satisfaction (β = 0.5325, 
p<0.01). Besides, with R-square = 0.3948 in model 4, it means that 39.48% of the differences of observed level of job satis-
faction can be explained by differences of HPHR. In view of the above, both hypothesis 2 and hypothesis 3 were supported. 
The hypotheses 1, 2, 3 were supported and thereby satisfying three first requirements for mediation examination. The final 
condition is that the multiple regression analysis between the independent variable (HPHR), mediating variable (job satisfac-
tion) and the dependent variable (OCB) is tested to identify the role of mediating variable.  
 
Table 4 
Hierarchical Multiple Regression results for testing mediation 

 1-OCB   2- Job satisfaction 
Variables and statistic Model 1 Model 2 Model 3 Model 4 
 Beta (β) Beta (β) Beta (β) Beta (β) 
HPHR system 0.3665**  0.0962 0.5325** 
Job satisfaction  0.5750** 0.5077**  
Size 0.0371 0.020 0.0193 0.0350 
Industrial sector -0.0993 -0.054 -0.0587 -0.0800 
Type 0.0995 0.062 0.0689 0.0602 
Tenure -0.0275 -0.024 -0.0292 0.0033 
F 10.9560** 24.256** 20.8131** 22.5675** 
R 0.4904 0.6420 0.6486 0.6283 
R-Square 0.2405 0.4120 0.4206 0.3948 

Note: **p < 0.01 
 
As shown in Table 4, results in model 3 reveals that when both independent variables - HPHR and mediating variables – job 
satisfaction were simultaneously added into the model, the original significant effect of HPHR system on OCB disappeared 
(β = 0.0962, p = 0.1137 > 0.1). Meanwhile, job satisfaction was still significantly related to OCB at β = 0.5077 and p < 0.01. 
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These results indicate that job satisfaction fully mediated the linkage between HPHR system and OCB. The bootstrapping 
further was employed to test the statistical significance of indirect effects. Based on our sample, we conducted the bootstrap-
ping procedure (Preacher & Hayes, 2008) with 10,000 random samples using a 95 percent confidence level. The point estimate 
for the indirect effect of HPHR system on OCB via job satisfaction was 0.2703 (95 percent confidence interval: 0.1839, 
0.3676). Since the 95 percent confidence intervals of job satisfaction did not contain zero (Preacher & Hayes, 2008), it was 
concluded that job satisfaction fully mediated the effect of HPHR system on OCB. In addition, the Sobel’s test (Sobel, 1982) 
was also used to test the indirect effect between independent variable – HPHR system, and dependent variable – OCB through 
mediating variable – job satisfaction. Results in Sobel’s test showed the value of z is 5.9156 (this value is more than 1.96, 
p<0.01). This result reveals that the mediating effect of job satisfaction on the HPHR – OCB relationship is significant 
(p<0.01). Therefore, the hypothesis 4 was supported. The results of testing hypotheses are summarized below: 

Table 5 
Hypothesis testing results 

 Hypothesis Route Coefficient Result 
H1 HPHR  OCB 0.3665** Supported 
H2 HPHR  Job satisfaction 0.5325** Supported 
H3 Job satisfaction  OCB 0.5750** Supported 
H4 Mediating impact of Job satisfaction in the impact of HPHR on OCB 0.5077** (0.0962) Supported 
Significance at the 0.01 level 

 

 
5. Discussion 
 

The primary objective of this research is to explore the mediating mechanism through which HPHR system influence OCB 
through employee attitude toward their job satisfaction.  The study examined to what extent HPHR system influences em-
ployee’s OCB in Vietnamese context. The study is expected to contribute the understanding towards mediating mechanism 
in HR-employee behavior relationship at the individual level. Overall, the findings of this research indicated that the imple-
mentation of HPHR system positively influence employee’s OCB. In addition, the mediating role of job satisfaction in this 
interaction also has been clearly demonstrated. The result of the present study also supports for previous investigations re-
garding HPHR in the prediction of HR outcomes that contribute to organizational effectiveness. The findings support for the 
proposed hypotheses that indicated the HPHR system has not only directly influence the employee’s behavior through organ-
izational citizenship behavior but also indirectly affect the employees’ attitude of job satisfaction. Moreover, this empirical 
investigation along with some recent research that conducted on HPWS in Asian countries like China, India (Gong et al., 
2010; Jiang & Liu, 2015; Muduli, Verma, & Datta, 2016; Snape & Redman, 2010b; Sun et al., 2007), provides evidence 
against the assumption that strategic HRM with integrated HR practices is only applicable in Western context. This finding 
contributes one more Asian countries context that can be employed HPHR theory in HRM. Thus, the HPHR theory is com-
pletely considered as a universal theory that can be applied in multinational context especially in some emerging and devel-
oping economies like Vietnam. Our study also added to the understanding in term of HRM literature from social exchange 
perspective, in which, the way HPRH system influence employees’ OCB through the feeling of job satisfaction. In addition, 
in this research, HPHR system is measured as an integrated system but separated components (Guthrie, 2001) to investigate 
the interaction of a complete bundle of HR practice on the mediating variable and dependent variables. These results enhance 
the importance of the strategic human resource management approach within organizations.  Concerning practical implication, 
the findings of this study may be meaningful and useful for those organizations finding the way to implement the human 
resource practices to foster the employee’s outcome that contributes to the overall organizational performance. The organiza-
tions can implement and adjust their HPHR system in many steps from staffing, training, rewarding, enhancing the job op-
portunities that could create the improvement and development of employees’ competency. Besides, the implementation of 
HR practices with the involvement of organizational strategies and in the integration of multiple components instead of indi-
vidual components is very necessary. This approach would enhance the employees and organizational performance strongly. 
Moreover, the intervening effect of attitudinal factors like job satisfaction in the process HPHR influence on employees' 
behaviors is very significant. The company management needs to pay attention to job satisfaction that play an important role 
in the contribution of organizational outcomes. The managerial policies and practices need to take careful consideration of 
this element. 
 
6. Limitation and future research directions 
 

There are several limitations of this present study that may have influenced the results obtained and addressed in the future 
works. Firstly, the limitation of potential generalizability of the research findings. The study tested the hypotheses based on 
the set of data that collected from line managers in three large cities in Vietnam. With a set of 179 responses could not 
generalize to the whole population. Hence, future research might investigate with a larger and more diverse sample with more 
reliable sampling methods. This will remedy this issue. Secondly, a cross-sectional study was conducted by obtaining data at 
one point in time at the individual level, which limits our conclusion related to cause-effect relations inferred from our results. 
Moreover, the individual level evaluated both independent and dependent variables. Thus, the future research might be based 
on a longitudinal design with multilevel analysis that definitely leads to more reliable and comprehensive result. In addition, 
this study measured the variables by obtaining the perceptual performance data from individuals. However, the HPHR could 
be measured through organizational performance. Besides, organizational effectiveness is multidimensional that could be 
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measured through several defensible dimensions such as: HR outcomes, organizational outcome, or financial and accounting 
outcomes (Way & Johnson, 2005). Future research should measure the outcome of HPHR implementation through multiple 
measurements such as employee retention, productivity, or financial measures (return on investment, profitability). Finally, 
this study only focused on exploring mediating mechanism through which HPHR practices influenced OCB, and has not 
investigated contextual factors which may moderate this interaction. Future work should deal with the other factor as media-
tors of the causality relation and contextual factors as moderators of this relationship. 
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