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Introduction
Human resources management (HRM) experienced significant changes during the 20th century 
(Deadrick & Stone, 2014). Human resources management emphasises various issues, including 
the harmonisation of HRM practices with strategic organisational objectives to develop the 
process of employees’ recruitment and selection (RS), compensation system (CS) and performance 
appraisal (PA) to fulfil organisational goals (Millmore, Lewis, Saunders, Thornhill, & Morrow, 
2007). Huang (2001) believed that HRM focuses on the behavioural aspects of employees and how 
they affect the performance of the organisation. Thus, to have control over HRM practices, Liao 
(2005) suggested that an organisation’s strategy should reinforce employees’ behaviours that 
could benefit the organisation for a certain period.

Organisational citizenship behaviour (OCB) refers to what the employees choose to do on their 
own, which often lies outside of their job description and their contract (Organ, 1990). Roos, 
Fernstroom and Pike (2004) argued that OCB promotes the effective functioning of organisations, 
meaning that high levels of OCB create situations in which employees have a special interest, 
willingly comply with rules and regulations that maintain the organisation’s operations 
and  exceed formal requirements or expectations, all of which contribute to the success of the 
organisation.

Organisational commitment (OC) is considered to be one of the most documented antecedents of 
OCB, which clarifies the connection between the employees and the organisation (Meyer, Stanley, 
Herscovitch, & Topolnytsky, 2002). Saraih et al. (2017) suggested that OC is also important in 
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testing an employee’s commitment within an organisation. 
When employees are committed to their work, this can 
reinforce other behavioural factors such as OCB. The 
researchers have also stressed that some employees may not 
only be volunteers because they are already willing to act, 
but because OC drives them to help their peers when 
they  believe the organisation treats them fairly because of 
this behaviour (Friedman, Carmeli, & Dutton, 2018; Graso, 
Camps, Strah, & Brebels, 2019). The significance of studying 
OC in this context is connected to behavioural orientation 
when there is little anticipation of formal organisational  
pay-off for performance (Claudia, 2018). Therefore, 
researchers within the HRM field are starting to recognise the 
relevance of OC and OCB for their endeavours, and studies 
linking the two are now beginning to emerge (Matsuyama, 
2006; Suifan, 2015).

Over the past few decades, there has been increased interest 
in HRM in the field of higher education because of the 
recognition that higher educational institutions require 
intensive labour, allocate their budgets to the employees 
and  often rely on their administrative staff (Küskü, 2003). 
Higher education institutions seek to achieve greater 
organisational effectiveness despite the considerable 
competition for resources on which they rely, especially 
human resources. Organisational citizenship behaviour 
can  enhance organisational effectiveness to the extent that 
it  improves joint work and increases administrative 
productivity, which in turn reduces the need to devote scarce 
resources to jobs and acts as an effective means of coordinating 
activities between team members and across groups 
(Holeche, 2017). Organisational citizenship behaviour also 
has the potential to enhance higher education’s institutions’ 
capacity to recruit and retain competent candidates and to 
enhance organisational stability, which reinforces the OC of 
the employees (Organ, Podsakoff, & MacKenzie, 2006). 

Administrative staff working at universities is an essential 
element of the organisational structure. Without their support, 
universities cannot serve the community or perform their 
educational, research-related activities. In areas of student 
affairs, admission and registration, finance, public relations, 
personnel, maintenance, services, security and other 
administrative functions, the work cannot be completed 
without administrative staff. Because administrative staff 
members are responsible for the provision of administrative 
as well as educational services, universities are required to 
provide them with an appropriate organisational environment 
to work well, which enhances their commitment to their 
university and encourages them to achieve the goals that were 
created for them. Few studies exist in relation to academic 
and  administrative staff working at Jordanian universities 
(Al-Mzary, Al-rifai, & Al-Momany, 2015; Al-Saudi, 2012; 
Qawasmeh, 2018). However, research on HRM, OCB and 
OC  amongst administrative staff working in educational 
institutions is not apparent in the literature and this 
represents a significant gap. Therefore, this study contributes 
by empirically examining this relationship amongst 
administrative staff working at Jordanian universities.

Theoretical framework and 
hypotheses development
Human resources management practices and 
organisational commitment
Universities should implement practices aimed at improving 
HRM because it is a vital component of an organisation’s 
endurance. Sial et al. (2011) conducted a study on many 
universities’ faculty members in Pakistan and found that 
HRM practices that had been applied effectively led to 
increased levels of OC amongst employees. Savaneviciene 
and Stankeviciute (2011) suggested that OC can be improved 
by increasing HRM practices. Whitener (2001) showed that 
PA, CS and training and development (TD) are major 
variables in reinforcing OC. Hassan and Mahmood (2016) 
conducted a study in different sectors in Pakistan and pointed 
out that OC arises from the extent of employee satisfaction 
with HRM practices. Also, Nasurdin, Hemdi and Lye (2008) 
suggested that employee’s perceptions of the HRM practices 
performed by their organisations served as a direct predictor 
of their commitment. Sung and Choi (2014) reported that 
the  higher level of OC in an organisation is a result of the 
effective implementation of its HRM practices. Hoon and 
Heard (2000) considered that employee behaviour such as 
OC is the consequence of the effort of HRM practices and 
they suggested that one of the objectives of HRM practices 
should be to increase the levels of OC amongst employees. 
Therefore, HRM practices can be considered as an effective 
tool for OC enhancement. Based on the above discussion, the 
following hypothesis is proposed:

H1: Human resource management practices positively influence 
organisational commitment.

Organisational commitment and organisational 
citizenship behaviour
Meyer et al. (2002) conducted an empirical study describing 
the impact of regulatory compliance components on OCB. 
They found that affective commitment (AC) was associated 
with OCB, whilst ongoing commitment had no relationship 
with OCB. Morrison (1996) noted that amongst the OC 
elements, the most critical is AC. Conversely, the study of 
Kuehn and Al-Busaidi (2002) found that the most significant 
variables for OCB were job satisfaction and normative 
commitment. Other empirical studies have shown a 
statistically significant relationship between OC and OCB 
(Hartono & Handayani, 2019; Suparjo & Darmanto, 2015; 
Yanti & Supartha, 2017). Liu, Loi and Ngo (2018) said that OC 
is predictive of OCB because it has a significant impact on it. 
Scholl (1981) and Wiener (1982) suggested models of OC 
supporting the relationships between OC and OCB. Jaros 
(1997) stressed that highly committed employees are more 
likely to engage in OCB activities. MacKenzie, Podsakoff and 
Ahearne (2006) confirmed that OC is an important variable in 
explaining employees’ OCB. Schappe (1998) conducted a 
study amongst 150 employees of a Mid-Atlantic insurance 
company and found that when job satisfaction and equality 
are taken into consideration simultaneously, only OC had a 

http://www.sajbm.org


Page 3 of 11 Original Research

http://www.sajbm.org Open Access

significant relationship to OCB. Suparjo and Darmanto (2015) 
conducted a study on tenured faculty members at a private 
university in Central Java province. The results of their study 
proved that OC is an important determinant of OCB. The 
results of a study carried out by Hartono and Handayani 
(2019) with 51 participants at AUTO2000 yielded that OC 
has a positive and significant impact on OCB. Therefore, the 
following hypothesis is proposed:

H2: Organisational commitment positively influences 
organisational citizenship behaviour.

The mediating role of organisational 
commitment with human resources 
management practices and organisational 
citizenship behaviour
Paul and Anantharaman (2004) showed that the HRM 
practices of software professionals had a significant positive 
relationship with OC. Payne and Huffman (2005) found that 
OC mediates the relationship between the routing of HRM 
practices in the organisation and the turnover of employees’ 
overtime. Wright, Gardner and Moynihan (2003) conducted 
a study on 50 work units in a catering company and found a 
significant relationship between HRM practices and OC. 
They also suggested that the first impact of HRM practices 
on OC started with RS. When universities invest in choosing 
the most skilled employees and provide them with increased 
skills through TD opportunities, the employees find the 
workplace full of well-qualified peers. Additionally, 
universities should use proper PA and CSs to provide 
suitable working environment where employees feel that 
they will be rewarded fairly and equitably in recognition of 
their efforts. Zheng, Zhang and Li (2012) examined how 
frequent employee evaluations determined OCB and 
concluded that this relationship occurred only when OC 
acted as a mediator variable. Previous research on HRM 
practices, OC and OCB has been conducted on employees 
in  the administration and banking areas, in medical clinics 
and schools (Grawe, Daugherty, & McElroy, 2012; Stamper & 
Dyne, 2014). In this respect, the following hypothesis is 
proposed:

H3a: Organisational commitment mediates the relationship 
between human resource management practices and 
organisational citizenship behaviour.

Recruitment and selection
Recruitment is the process of creating a group of qualified 
applicants to apply for positions within an organisation, 
whereas selection refers to the process of specific tools used 
to choose from a group of persons who are the most suitable 
for the job (Bratton & Gold, 2017). Cho, Woods, Jang and 
Erdem (2006) examined pre-employment examination as a 
primary factor of RS and found that applicants who passed 
the examination might develop a stronger sense of belonging 
and when applied these tests help select employees who stay 
with the organisation longer because they have a sense 
of  belonging in the organisation. As a result, there is an 
increase in the degrees of OC. Bettencourt, Gwinner and 

Meuter (2001) suggested that OCB will likely emerge if 
employees acquire a positive image of their organisation at 
the onset of their employment. In other words, when 
organisations implement an effective RS process, their 
employees will have a higher level of OC. Guyo (2015) 
suggested that employees may be more willing to get 
citizenship than others. Moreover, HR managers could 
target applicants who generally tend to participate in OCB. 
Therefore, the following hypothesis is proposed:

H3b: Organisational commitment mediates the relationship 
between recruitment and selection and organisational citizenship 
behaviour.

Compensation system
Sung, Choi and Kang (2017) suggested that CS functioned as 
a remarkable driver of the positive attitude and behaviour 
of  employees that increases organisational operations and 
effectiveness, which, in turn, enhances employee commitment 
and competence and improves the operational and financial 
performance of the organisation. The studies carried out by a 
group of researchers (Angelina & Subudi, 2014; Danendra & 
Mujiati Ni Wayan, 2016; Makau, Nzulwa, & Wabala, 2017) 
stated that compensation has a positive and significant 
influence on OCB, which means that if the employees 
perceive their salaries and benefits to be fair and if they feel 
that the facilities in their working environment are adequate, 
their OCB will also increase. Moreover, research conducted 
by Yanti and Supartha (2017) on the influence of OC on OCB 
suggested that employee commitment has a significant 
impact on OCB. They believed that OC can increase the 
awareness of the employees to do their work and develop 
their creative abilities to obtain more incentives and thus 
increase their level of OCB. Suryani, Gama and Parwita 
(2019) suggested that CS and OC as the leading factors that 
influence the OCB of employees. They proposed that the 
higher CS received and the higher OC of employees would 
lead to the higher level of OCB owned. Based on their results, 
they stated that CS and OC simultaneously affect OCB. 
Therefore, the following hypothesis is proposed:

H3c: Organisational commitment mediates the relationship 
between compensation system and organisational citizenship 
behaviour.

Training and development
Organisations with higher levels of equitable access to TD 
programmes are likely to increase employee’s commitment 
towards their organisation, which, in turn, enhances their 
OCB (Bartlett & Kang, 2004). Noor (2009) conducted a study 
on 134 Pakistani university teachers and found that TD 
opportunities had a significant positive correlation with OC 
and enhanced OCB. The TD of employees is recognised as an 
essential part of HRM practices usually thought to be a 
distinctive category of human investment capital for human 
and organisational improvements (Wentland, 2003). Dysvik 
and Kuvaas (2008) determined that when employees are 
provided with TD opportunities, this may result in employee 
commitment, which it appeared through their voluntary 
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behaviours to offer an effective OCB. Recently, Alvi, Zarish 
and Bilal (2016) investigated the impact of TD on employees 
working in two different companies based in Pakistan and 
the effects it had on OC and OCB. They found that employee 
training is a good indicator of OC and OCB, but employee 
training is the better precedent for OC compared to OCB. 
Ahmad (2011) has shown that support for TD is associated 
with OCB. Similarly, Liu (2006) proposed that TD 
demonstrated significant association with OC. Dockel, 
Basson and Coetzee (2012) revealed a significant association 
between TD and OCB and said that OC completely mediates 
the relationship between the two variables. Therefore, the 
following hypothesis is proposed:

H3d: Organisational commitment mediates the relationship 
between training and development and organisational 
citizenship behaviour.

Performance appraisal
Pettijohn, Pettijohn and D’Amico (2001) performed a study 
on retail sales employees in the United States. They stated 
that if there is a clear and transparent PA system within an 
organisation, it will lead to a high degree of OC because it 
enhances the perceptions of integrity amongst employees. 
Jawahar (2006) indicated that some other factors increase job 
satisfaction and OC, and decrease turnover intention. In her 
investigation, Jawahar (2006) revealed that satisfaction with 
the performance reactions and employees involved in the PA 
process is positively correlated with job satisfaction and the 
types of OC, whilst it is negatively correlated with turnover 
intention. A study by Farndale, Hope-Hailey and Kelliher 
(2011) supported the conclusion that the employee’s 
knowledge of PA is the main variable that determines 
the  level of staff commitment and demonstrates their 
commitment to their organisation. Hai and Mian (2007) 
indicated that PA, including system and process facets, 
significantly affects OC and plays a mediating role between 
PA and employees’ behaviour. Hai and Mian (2007) assumed 
that some variables may play a mediating role, such as OC, 
which is a stable psychological link connecting some 
employees to the organisation. Zheng et al. (2012) suggested 
that OC has the mechanism of social exchange amongst PA 
and OCB because employees’ perceptions of fairness, 
organisational support and their own growth which they can 
follow through the PA process are all related to employees’ 
inferences of their OC to them, which are reflected in their 
commitment to their organisations. Empirically, OC has been 
found to be related to OCB (Meyer et al., 2002). Also, Norris-
Watts and Levy (2004) pointed out that OC mediates the 
relationship between PA and OCB. In this respect, the 
following hypothesis is proposed:

H3e: Organisational commitment mediates the relationship 
between performance appraisal and organisational citizenship 
behaviour.

The theory of social exchange assumes that employees are 
committed to paying back their institutions’ support and 
doing their utmost to achieve the results that their 
organisations want (Park & Searcy, 2012). In this sense, HRM, 

OC and OCB are variables that support each other. Effective 
HRM practices will increase employees’ positive attitudes 
towards their organisation and will in turn reflect as OC and 
OCB. Employees will place the benefits of their organisation’s 
above their own interests. Figure 1 illustrates the conceptual 
model of this study.

Methodology
Study variables and instrument
The model of the research is quantitative and cross-sectional. 
The questionnaire consists of four parts and 71 items in total: 
demographic information, the Human Resource Management 
Scale (HRMS), the Organisational Citizenship Behaviour 
Scale (OCBS) and the Organisational Commitment Scale 
(OCS). The demographic questions consist of six items (items 
1–6). The HRMS used in this study was developed by Khatri 
(2000), Tsaur and Lin (2004) and Atteya (2012). This scale 
consists of 36 items, with the format of a typical five-point 
Likert scale ranging from 1 (strongly disagree) to 5 (strongly 
agree), which divided into four sub-dimensions – RS, CS, TD 
and PA – with a Cronbach’s alpha score of 0.850. Recruitment 
and selection is measured through 10 items (items 7–16), with 
a Cronbach’s alpha score of 0.767. Compensation system is 
measured through nine items (items 17–25), with a Cronbach’s 
alpha score of 0.949. Training and development is measured 
through nine items (items 26–34), with a Cronbach’s alpha 
score of 0.740. Performance appraisal is measured through 
eight items (items 35–42), with a Cronbach’s alpha score of 
0.766. According to Hair, Black, Babin and Anderson (2014), 
the level of Cronbach’s alpha that needs to achieve the 
reliability and to be an acceptable study is 0.7. Therefore, the 
Cronbach’s alpha scores for the HRM practices variables for 
this study are reliable. Some sample questions from the HRMS 
are as follows: ‘the university recruits individuals who have 
sufficient skills and experience in the planning, organisation 
and control of important administrative positions’.

The OCS used in this study was developed by Porter, Steers, 
Mowday and Boulian (1974) and Atteya (2012). This scale 
consists of 10 items (İtems 43–52), with the format of a typical 
five-point Likert scale ranging from 1 (strongly disagree) to 5 
(strongly agree). The Cronbach’s alpha value for the OCS 
was calculated as 0.777. As with the HRMS and OCBS, this 
value is also considered to be reliable. Some sample questions 
from the OCS are as follows: ‘I can get ahead in this university 
if I make the effort’.

Human resource
management prac�ces

Organisa�onal
commitment

Organisa�onal
ci�zenship
behaviour

H3

H2

H1

FIGURE 1: Conceptual framework of the study.
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The OCBS used in this study was developed by Atteya (2012). 
This scale consists of 19 items (items 53–71), with the format 
of a typical five-point Likert scale ranging from 1 (strongly 
disagree) to 5 (strongly agree). The Cronbach’s alpha value 
for the OCBS was calculated as 0.820. This value is also 
considered to be reliable. Some sample questions from the 
OCBS are as follows: ‘I am willing to give my time to help my 
colleagues who have work-related problems’. The Cronbach’s 
alpha value for the present study of 65 items was calculated 
as 0.825, which was considered to be reliable. 

Sample and procedure
The study population consisted of full-time administrative 
staff working at Jordanian universities. According to the 
statistical report of the Ministry of Higher Education and 
Scientific Research in Jordan for the period 2016–2017, the 
total population of administrative staff working at the 29 
Jordanian universities was 19 505. According to Sekaran and 
Bougie (2016), a sample size of 377 is suitable for a population 
of 20 000. Consequently, a total of 377 employees were 
randomly selected to take part in the study by using a 
convenience sampling method. A questionnaire with a cover 
letter explaining the nature of the study was distributed by 
hand in different work areas within the universities, such as 
a research centre, administrative centres, departments, units 
and so on. Of the 377 questionnaires distributed, 350 usable 
questionnaires were returned, thereby yielding a response 
rate of 94%. The data were collected between November 2018 
and January 2019. This study was designed to meet the 
ethical principles of voluntary participation, ensuring that 
participants were not harmed, respecting their right to 
privacy, anonymity and self-determination. During this 
study, participants were informed about the importance of 
the study and its purpose. That is, it was mentioned that the 
study aimed to serve the Jordanian universities by identifying 
the issues of the suspected low level of OCB within 
universities. Also, the study would help universities to 
develop and design a strategic system to influence their 
employees’ behaviour and emotions towards their work and 
thus influence their commitment to the university. Moreover, 
it was indicated that participation in the study was voluntary 
and the data collected during this study would be used for 
academic research purposes only and will be treated with 
strict confidentiality. Finally, the information of participants 
would be kept confidential and anonymous.

Ethical consideration
Ethical approval to conduct the study was obtained from 
the  Scientific Research Ethics Committee of the Near East 
University (NEU/ SB/2018/281).

Result
Demographic characteristics of respondents
Demographic characteristics of the respondents in this study 
include four different aspects: gender, age, educational level 
and years of experience in the university. Table 1 summarises 

the demographic characteristics of respondents. The study 
results show that 71% were men, 37% were between the ages 
of 30 and 34 years, 88% had earned an undergraduate degree, 
39% had 5–9 years of experience in the university.

Factor analysis
Exploratory factor analysis (EFA) enables the researchers to 
reduce the observed variables to smaller numbers and 
identify the relationship between them (Hinkin, 1998). The 
principal components analysis (PCA) technique following 
the Promax with Kaiser normalisation rotation method was 
used to extract the factors. As proposed by Hair et al. (2014), 
only those items that loaded 0.4 or above on a single item 
were included. The Kaiser-Meyer-Olkin (KMO) was 0.799 
and Bartlett’s test was significant at p < 0.05, which effectively 
complies with Kaiser (1974) regarding the required sample 
value.

The EFA analysis extracted six distinct factors, explaining 
61.80% of the total variance for Jordanian universities. 
Compensation system possessed nine items which showed 
loading range from 0.764 to 0.899 and explained 17.67% of 
the total variance. Out of 19 items in the OCB construct, eight 
items showed poor loading and thus were removed from 
the  scale. The items loaded between 0.620 and 0.860 and 
the  construct explained 13.88% of the total variance. The 
construct of PA had eight items and two of them were 
deleted, which resulted in six items that loaded between 
0.524 and 0.930 and explained 10.08% of the total variance. 
The OC had 10 items, five of which were deleted, thus 
resulting in five items loaded between 0.755 and 0.835 which 
explained 7.69% of the total variance. The original construct 
of the TD had nine items, and three of them were deleted, 

TABLE 1: Demographical characteristics of respondents.
Variables Frequency %

Gender
Male 247 71
Female 103 29
Total 350 100
Age (years)
25–29 43 12
30–34 129 37
35–39 88 25
40–44 37 10
45–49 30 9
50 years and more than 50 years 23 7
Total 350 100
Educational level
Undergraduate 307 88
Postgraduate 43 12
Total 350 100
Years of experience in this university
1–4 41 12
5–9 136 39
10–14 95 27
15–19 40 11
20–24 6 2
25 years and more than 25 years 32 9
Total 350 100
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with the remaining six items loaded between 0.682 and 0.823 
and explained 7.09% of the total variance. The RS had 10 
items and five were deleted, which resulted in five items 
loaded from 0.666 to 0.789 and explained 5.39% of the total 
variance. Table 2 summarises the EFA result.

To ensure the unidimensionality of identifying constructs, 
the existence of a single dimension underlying the set of 
measures confirmatory factor analysis (CFA) was used. For 
this purpose, Analysis of Moment Structures version 24 
(SPSS Amos v24) was used. The researchers examined the 
validity of this study through the convergent validity test. 
Awang (2012) and Hair et al. (2014) suggested that convergent 
validity can be analysed through factor loading. According 
to Awang (2012), average variance extracted (AVE) should 
be 0.5 or higher to achieve the validity and composite 
reliability (CR) should be ≥ 0.6. Table  3 summarises CFA 
result and shows that all constructs are reliable and meet the 
validity criteria. 

Moreover, according to Kaynak (2003), chi-square minimum/ 
degree of freedom (CMIN/df), comparative fit index (CFI), 
normative fit index (NFI), incremental fit index (IFI), root 
mean square error of approximation (RMSEA) and 
standardised root mean square residual (SRMR) are the six 
indicators of the goodness of the model fit, as shown in 
Table 4. The CMIN/df value for the present study was 2.020; 
this value fully meets the less than three requirements of 
Bagozzi and Yi (1988). Similarly, CFI, NFI and IFI values 

were found to be 0.943, 0.894 and 0.943, respectively. All 
these indicator values were close to 0.9 and fulfil Bentler 
and Bonett (1980), Byrne (1989) and Hu and Bentler (1998) 
requirements. Moreover, the SRMR value was 0.077 and the 
RMSEA value was 0.054; these values also meet the 
benchmark values by  Browne and Cudeck (1992) and Hu 
and Bentler (1998). Considering the results of these fit 
indicators, it can be said that the model adequately fits the 
data.

Mean scores of the study variables
Table 5 shows the mean scores of the study variables. The 
respondents’ mean score was 2.87 for OC and 2.65 for OCB. 
These scores indicate that employees’ perceptions of their 
OC and OCB were low. The respondents’ mean scores for 
HRM practices (overall) as well as each of its dimensions 
were all above the 3.00 mid-point score. These scores indicate 
that the employees’ perceptions of the HRM practices carried 
out by their organisation are satisfactory.

The results of the correlation analysis which indicates that all 
the seven constructs were positively correlated with each 
other with 0.01 significance value are shown in Table 6. The 
correlation coefficient between RS and OC (R = 0.763, p = 0.01) 
and also with OCB (R = 0.810, p = 0.01) in Jordanian 
universities is indicated to be a significant and high positive 
correlation amongst all HRM practices. The relationship 
between HRM practices and OC (R = 0.450, p = 0.01) and also 
with OCB (R = 0.460, p = 0.01) is considered to be a significant 

TABLE 6: Correlation between variables.
Variable HRM RS CS TD PA OC OCB

HRM 1 - - - - - -
RS 0.651** 1 - - - - -
CS 0.577** 0.770** 1 - - - -
TD 0.140** 0.210** 0.187** 1 - - -
PA 0.425** 0.686** 0.772** 0.116** 1 - -
OC 0.450** 0.763** 0.749** 0.134** 0.752** 1 -
OCB 0.460** 0.810** 0.765** 0.206** 0.737** 0.923** 1

HRM, human resources management; RS, recruitment and selection; CS, compensation 
system; TD, training and development; PA, performance appraisal; OC, organisational 
commitment; OCB, organisational citizenship behaviour.
**, Significant at the 0.01 level (two-tailed), N = 350.

TABLE 5: Mean scores of the study variables.
Variable Number of 

items
Means Standard 

deviation

HRM practices 26 3.97 1.01
Recruitment and selection 5 3.66 1.00
Compensations system 9 3.85 1.12
Training and development 6 4.39 0.76
Performance appraisal 6 3.94 0.91
Organisational commitment 5 2.87 1.50
Organisational citizenship behaviour 11 2.65 1.17

HRM, Human resources management.

TABLE 4: Fit indicators for confirmatory factor analysis model.
Model

CMIN df p CMIN/df CFI NFI IFI RMSEA SRMR

1462.647 724 0.000 2.020 0.943 0.894 0.943 0.054 0.077

CMIN, chi-square minimum; df, degree of freedom; CMIN/df, chi-square minimum/degree of freedom; CFI, comparative fit index; NFI, normative fit index; IFI, incremental fit index; RMSEA, root 
mean square error of approximation; SRMR, standardised root mean square residual.

TABLE 3: Confirmatory factor analysis result.
Construct Items Factor loading CR AVE

Compensation system 9 0.575–0.938 0.941 0.65
Organisational citizenship behaviour 11 0.647–0.938 0.944 0.61
Performance appraisal 6 0.587–0.949 0.891 0.59
Organisational commitment 5 0.684–0.943 0.894 0.63
Training and development 6 0.581–0.828 0.869 0.53
Recruitment and selection 5 0.634–0.796 0.843 0.52

AVE, average variance extracted; CR, composite reliability.

TABLE 2: Exploratory factor analysis result.
Factors Items Factor  

loading
Cronbach’s 

alpha
Variance 

explained (%)

Compensation system  
(factor 1)

9 0.764–0.899 0.946 17.67

Organisational citizenship 
behaviour (factor 2)

11 0.620–0.860 0.912 13.88

Performance appraisal  
(factor 3)

6 0.524–0.930 0.844 10.08

Organisational commitment 
(factor 4)

5 0.755–0.835 0.862 7.69

Training and development 
(factor 5)

6 0.682–0.823 0.842 7.09

Recruitment and selection 
(factor 6)

5 0.666–0.789 0.789 5.39

Total 42 - 0.836 61.80
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and low positive correlation. The relationship between CS 
and OCB is considered to be a high positive correlation 
(R  =  0.765, p = 0.01) and the relationship between PA and 
OCB is considered to be a high positive correlation (R = 0.737, 
p = 0.01). However, the relationship between TD and OCB 
indicated to be very weak positive correlation (R = 0.206, 
p  =  0.01). The correlation coefficient of OC is indicated as 
the  highest level of positive correlation with OCB and is 
considered to be a very high positive correlation (R = 0.923, 
p = 0.01).

Hypotheses testing
The researchers used the PROCESS macro for SPSS 
Version 3.1 to test the study hypotheses, which is a software 
developed to help researchers to test the relationships 
between variables that have a mediator or moderator (Hayes, 
2018). Table 7 summarises the details of principle and sub-
hypotheses. According to Moore, Notz and Fligner’s (2013) 
criteria, the results of this study showed that H1 (human 
resource management practices positively influence OC) 
indicated that HRM practices have a weak impact on OC 
(R2 = 0.2021, p = 0.000). Hypothesis 2 (OC positively influences 
OCB) indicated that OC has demonstrated a significant and 
positive impact on OCB (R2 = 0.852, p = 0.000). Likewise, H3a 
(OC mediates the relationship between human resource 
management practices and OCB) indicated that OC has 
mediated the relationship between HRM practices and OCB 
and has a strong and positive impact (R2 = 0.8548, p = 0.0125). 
Hypotheses 3b, 3c, 3d and 3e indicated that OC has also 
mediated the relationship between RS, CS, TD and PA, and 
OCB and has a strong and positive impact (R2 = 0.8793, 
0.8646, 0.8592 and 0.8565, p = 0.000, 0.000, 0.000 and 0.0015), 
respectively. Therefore, the hypotheses and sub-hypotheses 
have yielded statistically significant results and are accepted.

Discussions
The amount of research about the functions of HRM and its 
impact on OC and OCB on Jordanian universities is limited. 
Accordingly, the current study aimed at classifying this issue 
in the literature by empirically examining the relationship 
between HRM practices and OCB amongst the administrative 
staff of Jordanian universities and by determining how an 
OC mediates this relationship in these universities. The 
results showed that the relationship between HRM practices 
and OC is at 20.21%, thus rendering it weak. This implies 
that  university management must abandon the traditional 

frame of HRM practices. Jordanian universities must give 
importance to career growth assurance of their employees in 
their policies and action plans. Human resources management 
practices must be aimed at maintaining OC. Therefore, 
Jordanian universities should increase attention towards 
HRM policies and practices, which in turn will affect the 
level of OC amongst their administrative staff. Moreover, 
this study has shown that OC has positive and significant 
relationship with OCB by 85.23%. This indicates that the 
Jordanian universities are dependent on increasing the OC of 
the administrative staff to conduct their operations and 
achieve a high degree of OCB. This can be attained by 
providing effective training for staff in order to increase their 
skills in dealing with work-related issues, to empower them 
to design and examine their work, and to further their 
education and self-improvement. This training will lead 
to  improvements in employees’ performance within the 
organisation. Therefore, the staff who have a strong 
commitment towards the organisation will generally 
demonstrate a positive OCB amongst their colleagues 
(Chang, Nguyen, Cheng, Kuo, & Lee, 2016; Farndale et al., 
2011; Mowday, Porter, & Steers, 2013).

The results of this study demonstrate that OC has a significant 
impact on and mediates the relationship between the 
HRM  practices and OCB by 85.48%. This implies that OC 
plays a significant role in enhancing the relationship between 
HRM practices and OCB. It is important for Jordanian 
universities to comprehend all pertinent requirements for 
successful implementation of strategies and must give 
due  consideration to the implementation requirements of 
the chosen strategy to increase the efficiency of OCB work. 
Jordanian universities have the ability to spearhead strategic 
implementation process and implement HRM practices. The 
development of strategic goals, establishing a connection 
between the motivation and structure of rewards that 
enable  to accomplish the outcome and creating policies as 
well as procedures for the appropriate usage of strategic 
implementation are vital issues for Jordanian universities 
(Al Adresi & Darun, 2017; Allui & Sahni, 2016; Matsuyama, 
2006; Mesilhy & Ismail, 2018).

Furthermore, the analysis of the results shows that the 
OC  mediated the relationship between RS and OCB by 
87.93%, which is known to have the highest impact of all 
HRM practices. This reveals that OC plays an important 
role  in  affecting the relationship between RS and OCB. 

TABLE 7:  Result of hypothesis testing.
Hypothesis Linkage R2 F-test p T-test p Β coefficient Hypotheses acceptance

H1 HRM → OC 0.2021 88.1710 0.0000 9.3899 0.0000 0.1073 Accepted

H2 OC → OCB 0.8523 2008.374 0.0000 44.815 0.0000 1.648 Accepted

H3a HRM → OC → OCB 0.8548 1021.4577 0.0000 2.4400 0.0125 0.0238 Accepted

H3b RS → OC → OCB 0.8793 1264.2472 0.0000 8.8128 0.0000 0.3029 Accepted

H3c CS → OC → OCB 0.8646 1108.0463 0.0000 5.6151 0.0000 0.2586 Accepted

H3d TD → OC → OCB 0.8592 1059.1477 0.0000 4.1335 0.0000 0.1884 Accepted

H3e PA → OC → OCB 0.8565 1035.7918 0.0000 3.1918 0.0015 0.1992 Accepted

HRM, human resources management; RS, recruitment and selection; CS, compensation system; TD, training and development; PA, performance appraisal; OC, organisational commitment; 
OCB, organisational citizenship behaviour.
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This also suggests that Jordanian universities are providing 
employment tests which explain and describe how the work 
is performed and what policies and procedures are followed 
by the university. This, in turn, indicates that clearing these 
tests and interviews gives the applicant a stronger sense of 
affiliation towards the university and leads to higher levels of 
OC and OCB (Kehoe & Wright, 2013; Lamba & Choudhary, 
2013; Sareen, 2018).

Organisational commitment mediates the relationship 
between CS and OCB by 86.46%. This indicates that the role 
of OC significantly impacts the relationship between CS and 
OCB. Therefore, Jordanian universities are committed to 
implement compensation and rewards policy. Because OC is 
largely related to the compensation awarded by university, 
Jordanian universities must develop clear strategies and 
match the amount of effort provided by the staff as well as 
linking seniority with promotion and taking into account the 
level of staff performance to increase the level of OC and 
OCB (Fiorito, Bozeman, Young, & Meurs, 2007; Gope, Elia, & 
Passiante, 2018; Suryani et al., 2019). Likewise, OC mediates 
the link between TD and OCB by 85.92%. This indicates that 
OC has a significant role in influencing the relationship 
between TD and OCB. This suggests that Jordanian 
universities can increase the level of OC and OCB of their 
administrative staff by investing more in TD of their staff and 
giving them sufficient opportunities to improve themselves. 
Thus, TD allows the administrative staff to acquire new 
skills, improve their self-confidence and overall increase 
their OC and enhance their OCB. Training programmes 
aimed at developing relationships between colleagues or 
supervisors as well as subordinates are expected to increase 
the level of OC and OCB within universities. Therefore, 
universities should focus on TD programmes that aim to 
achieve positive attitudes and behaviours of staff and thus 
increase their OC to their work and university (Aguinis & 
Kraiger, 2009; Rubel & Rahman, 2018; Shakya, 2018).

Finally, OC mediates the relationship between the PA and 
OCB by 85.65%. A conceivable explanation behind this 
finding might be that the purpose of the PA is to assist the 
university in judging the accuracy of the policies and 
programmes it adopts, whether it is the policies of RS, TD 
programmes or HR procedures. Also, it helps staff to develop 
their strengths, address their weaknesses and create a sense 
of trust in the seriousness of the university in which they 
work, thereby increasing their OC to their university and 
their work. These enhancements are necessary for operations 
in Jordanian universities, as the working conditions are more 
competitive there than other universities. In doing so, the 
demands of career development related to enhancing the 
personal skills of staff will be met, and the claims for basic 
belief and values such as the enhancement of individual 
abilities and professional advancement, all of which improve 
their OC, will be validated. Therefore, the results show that 
OC plays an important role in enhancing the relationship 
between PA and OCB (Allui & Sahni, 2016; Fletcher, 2001; 
Husin, Chelladurai, & Musa, 2012; Neha & Himanshu, 2015; 
Poursafar, Rajaeepour, Seyadat, & Oreizi, 2014).

Conclusion
The existence of an organisation depends on the contribution 
of significant elements of HRM practices. Organisational 
citizenship behaviour in a university has more importance 
than any other division because administrative staff members 
have direct and constant contact with the students and 
university staff they serve. Administrative staff behaviour can 
ultimately improve or reduce the performance of the university. 
To meet or exceed what is required from them, service-oriented 
staff must adjust their work behaviours to address the unique 
nature of the needs they fulfil and must identify the vital role of 
OCB in universities. Jordanian universities must develop a 
suitable environment to lead HRM procedures to prompt OCB 
and increase their OC. The results of this study indicate that the 
OC derived from HRM practices is a critical and fundamental 
variable that can be used by Jordanian universities. Therefore, 
it works to facilitate the positive behaviour of administrative 
staff and enhance the OCB towards their organisation, which 
in turn will have a positive impact of HRM practices on OCB. 
Regarding practical and managerial implications, the main 
findings suggest that Jordanian universities will benefit if 
HRM practices are strengthened and become more reliable, as 
this may increase the confidence of administrative staff in the 
organisation and consequently lead to a higher level of OC. 
As a result, administrative staff may be more likely to make 
additional and voluntary efforts in their work when they have 
a high level of OC.

There are some limitations and opportunities for future 
studies. Firstly, the data for the present study were collected 
from only Jordanian universities; therefore, it is not clear 
whether the relationship between HRM practices, OC and 
OCB is the same in other countries. Secondly, there is a 
possibility of bias in the conventional method of answering 
all questions. Although the researchers did not statistically 
find the problems of the method prevalent in this study, they 
cannot be excluded entirely. Thirdly, this study focused only 
on Jordanian universities, which raises the question as to 
whether the relationships that examined in this study will be 
different for other sectors.
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