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The current research aims to investigate the connection between supervisors’
perceived high-commitment performance management (HCPM) and their
performances (in-role, extra-role, and deviant work behavior). In addition, this
paper aims to examine how perceived organizational support (POS) mediates
the above relationship. The paper employs the social exchange theory as
the theoretical lens to develop and suggest a positive motivational work
environmental model. Our model is tested on a sample of 430 supervisors
from ready-made garment (RMG) organizations, Bangladesh. Using the PLS-
SEM, our model examines the direct and indirect effects of HCPM and POS on
job performances. We find supports for the existence of a positive relationship
from HCPM to job performance through POS mediating such a relationship.
Future studies may investigate the prospective of HCPM and POS to create
ideal work environments that boost employee productivity and benefit
enterprises.

KEYWORDS

high-commitment performance management, high-commitment HRM, job
performance, in-role behavior, extra-role behavior, deviant behavior

Introduction

High-commitment performance management (HCPM) has positive benefits for both
employees and the organization (Latorre et al., 2016, 2020; Rubel et al., 2021). HCPM
comprises performance management approaches such as taking employee input for
performance target setting, assessing performance and providing appraisal feedback,
choosing pay and benefit alternatives for better performance, and creating development
opportunities and new targets that are aimed to foster employee commitment through their
involvement and personal development (Farndale et al., 2011). Den Hartog et al. (2004)
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argued that HCPM could affect employees’ perceptions of
organizational actions, impacting employee attitudes and
behaviors. We view HCPM as an ongoing, positive motivational
tool that enables an organization to manage employee
performance taking social exchange theory (SET) into
consideration. We expect that HCPM would encourage a
reciprocal relationship between employees and employers,
promoting positive behaviors and minimizing negative behaviors
from the employees. We propose that HCPM may directly lead to
positive employee performances such as increased in-role and
extra-role behaviors and decreased deviant work behaviors. In
addition, we anticipate an indirect influence of perceived
organizational support (POS) in the link between HCPM and
employee  performances, here supervisors are the
concerned employees.

This paper focuses on HCPM, a subsystem of practices within
HCHRM. Farndale et al. (2011) examine why and how
performance management (PM) can be approached as one
dimension of HCHRM and termed HCPM. According to Farndale
and colleagues, HCPM practices include employee participation
in performance target setting, performance measures leading to
development opportunities and new targets, regular appraisal
feedback, and choosing pay and benefit options that can engender
employees’ commitment through their involvement and
personal development.

Empirically, our contribution is threefold. First, we take a new
perspective on examining HCPM (a specific dimension of
HCHRM) considering its dimensions (goal and participation,
performance appraisal, performance feedback, and performance
reward) in relation to individual employee behavioral outcomes
that comprise both productive (in-role and extra-role behavior)
and counterproductive behavior (deviant behavior). The finding
of a specific or single practice of the HCHRM is rarely specified or
has not much been investigated regarding individual employee
outcomes (Rubel and Kee, 2015a). Secondly, this paper illustrates
HCPM as a higher-order or hierarchical reflective model
contributing to this study. Therefore, this study serves as a
platform for identifying the hierarchical modeling of individual
dimensions of HCHRM practices based on which an organization
can identify the possible dimensions under that practice
determined through organizational and other contextual
differences. Finally, our paper adds to the HCPM literature,
proposing a mediating influence of POS on the relation between
HCPM and employee performances. The topic is important and
deserves further research as today’s organizations are still
searching for ways to enhance employee work outcomes through
both HRM and POS (Shanock et al., 2019; Abdelmotaleb and
Saha, 2020). Here, we introduce POS as an intervening variable
between HCPM and employee in-role, extra-role, and
deviant behaviors.

Earlier literature also employs POS as the predictor of
employee behavioral outcomes such as work performance and
turnover intention (Shen et al., 2014), job satisfaction (Wen et al.,
2019; Coté et al,, 2021), employee innovative work behavior (Nazir
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et al,, 2019), employee creativity (Akgunduz et al., 2018), and
employee engagement (Imran et al, 2020). Thus, in earlier
research, a gap is found where POS is considered the interpreter
of employees’ productive (role-prescribed and extra-role behavior)
as well as non-productive (deviant behavior) behaviors.
Furthermore, in previous research, POS is also found as a
mediator between different variables, for instance, high
performance HRM and employee work outcomes (Rubel et al.,
2020), transactional leadership and employee creativity (Suifan
etal., 2018), presenteeism and job satisfaction (Coté et al., 2021),
and job stress and organizational commitment (Saadeh and
Suifan, 2020). So far studied, there is a dearth of research regarding
POS as a mediator between HCPM, an individual dimension of
HCHRM practices, and both positive and negative employee
outcomes in the workplace, pointing to another motive of
the study.

Moreover, this paper examines how HRM influences
employee behaviors that needs further contextual proof (Wahid
and Hyams-Ssekasi, 2018; Rubel et al., 2020, 2021). In addition to
HRM research in the Western context, HRM in developing
countries, particularly Asian countries, needs to be explored
further (Sultana and Johari, 2022). Indeed, several prominent
authors (Cooke, 2018; Cooke et al.,, 2020) have convincingly
reasoned for more Asia-oriented HRM research. This article
echoes an argument for the HCHRM field in Bangladesh, an
emerging Asian economy. This study focuses on the ready-made
garment (RMG) business, which has emerged as one of the
strongest and fastest growing manufacturing sectors in
Bangladesh’s economy that is now the world’s third-largest
garment exporter, trailing only China and Vietnam (Bangladesh
Bureau of Statistics, 2022). However, the RMG industry is facing
tremendous challenges in employee performance stability, labor
unrest, and high turnover that are the potential threats to the
sustainable growth trend of this industry (Ullah et al., 2013; Hasan
et al.,, 2018). Local research has confirmed that HR enabling
factors, namely HR practices such as empowering employees,
competency development, employee’s acceptance to change
culture, team working facilities, and valuable performance
appraisal, are the possible solutions to address these HR-oriented
challenging issues of the RMG industry (Alam et al, 2018;
Talapatra et al, 2019). Being motivated by such findings,
we examine if HCPM could improve RMG employee
performances by creating positive organizational perceptions.

Recognizing the benefits of HRM practices as predictors of
workplace productivity (Mostafa et al., 2015; Khoreva and Wechtler,
2018; Veth et al., 2019; Rubel et al., 2020), the need to establish an
HR-focused framework that promotes better job performances in
the workplace is emerging. This paper integrates an additional
element, HCPM, an organizational-based resource that likely
explains each job performance dimension (in-role, extra-role, and
deviant behavior). We broaden our investigation by looking at the
effect of HCPM on Bangladeshi RMG supervisors’ job performance
via POS. RMG employee performance is critical so that business
processes can be further improved, given that the RMG industry is
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labor-intensive (Hossan et al., 2012; Rubel and Kee, 2015b; Hossain
and Mahmood, 2018; Rubel et al., 2020). Within such a context,
examining RMG supervisors’ perceptions of HCPM and how such
perceptions work for positive performances is essential to
comprehend how they could implement HCPM to ensure their
task
performances. We aim to contribute to the current HCHRM

subordinates’ positive organizational supports and
literature by examining how the perceptions of HCPM enhance
employee job performances. We investigate POS as an intervening
variable in the aforementioned interaction and answer how HCPM
relates to employee behavioral outcomes in the Bangladeshi RMG
industry to provide contextual proof of HRM study. Figure 1 depicts

our model.

Ready-made garment industry in
Bangladesh

Bangladesh’s RMG business is widely acknowledged as a
major contributor to the country’s economic progress (Hoque
et al, 2021). Despite the industrys tremendous growth,
Bangladeshi garment factories struggle to meet the minimum
standard imposed by national and international regulatory bodies
(Rubel et al.,, 2017; Maalouf et al., 2019). Because of the
unfavorable working conditions, garment workers are dissatisfied,
their turnover rate is high, labor unrest is a normal phenomenon,
and the industry has been thrown into chaos by workers
demanding their due rights (Hasan et al., 2018). Inadequate health
and safety programs, indifferences of the owners to respond to
workers’ problems, less worker engagement in decision-making,
less number of training, and insufficient regulating and monitoring
are just a few of the major causes of worker dissatisfaction and
conflict (Rubel et al., 2017; Alam et al., 2018; Maalouf et al., 2019;

10.3389/fpsyg.2022.837481

Roy, 2020). Employees in this industry have attacked factories,
overturned vehicles, and blocked roads as a show of displeasure
with the company’s terrible labor standards (Roy, 2020).

Employee turnover is a concern in the RMG industry due to
discontent with work facilities such as pay structure, leave policy,
medical coverage, advancement opportunities, and working
environment (Rubel et al., 2017; Elahi et al., 2019). Employees at
RMG are not assessed based on their contributions, and they do not
have access to the essential and entitled benefits, which exacerbates
their dissatisfaction and leads to unfavorable attitudes and conduct
(Rahman and Chowdhury, 2020). RMG, being a labor-intensive
industry, need to resolve these labor issues. To this purpose, local
studies suggest that important yet unsolved problems in labor
management, particularly in valuing and acknowledging employees’
contributions to the industry, be addressed (Ahmed et al., 2013).
The causes of worker unhappiness or discontent may impact
employees’ task performance and the garments overall
performance. RMG firms must promote their employees™ task
performances in order to fulfill buyers’ rising demand for a
reasonable price, shorter lead time, and high product quality
(Hoque and Shahinuzzaman, 2021; Hoque et al., 2021). Previous
studies demonstrate that decision-making through employee
participation, appropriate performance evaluation and monitoring,
and satisfactory rewards and recognition might be the options for
garment manufacturers to improve their working environment and
individuals’ task performance (Yang and Maresova, 2020; Hoque
and Shahinuzzaman, 2021). We propose that HCPM comprising
goal and participation, performance appraisal, performance
feedback, and performance reward may relate to the increased
performance and decreased unproductive performance of RMG
employees. Using this logic as a starting point, we investigate how
HCPM relates to in-role, extra-role behavior, and deviant behavior
through POS.

. . Perceived
High Commitment Or; anizationZl Support g In-rolp
Performance & PP Behavior
Management
Goal and
Participation
Perf Extra-role
criormance Behavior
Appraisal
Performance
Feedback
Deviant
Performance —  Behavior
Rewards
FIGURE 1
Our research model.
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Social exchange theory

An employment relationship essentially portrays social
exchange characteristics conceptualized in SET (Rubel et al,
2018). SET states that the exchange partner’s benefits are returned
in a discretionary way and create a long-term continuing
relationship (Blau, 1964). Likewise, the employment relationship
begins and develops over time based on benefits exchanges
between employees and the organization (Cropanzano and
Mitchell, 2005). HRM is undoubtedly one of the most successful
organizational strategies for indulging exchange behavior in
organizations and SET structures employee-organization
connections in a benefit exchange form (Rubel et al, 2018;
Mohammad et al., 2021). Superior social exchanges through HRM
practices have been linked to more significant employee outcomes
(Tuzun and Kalemci, 2018; Katou et al, 2021). HRM, as
organizational practices, affects employee responses primarily
because it communicates to employees that the organizations are
serious about their well-being and appreciate their roles (Neves
and Eisenberger, 2012). HCHRM is seen as an input into the social
exchange process to shape positive employee attitudes and
behaviors (Rubel et al., 2021). Moreover, there is evidence that
individual HRM practice impacts employee perceptions of
organizational support to solicit employee behaviors in the same
way (Snape and Redman, 2010).

SET proposes the subsistence of a two-way behavioral
reinforcing relationship. It is believed that HCPM in the forms of
employee participation, feedback, and reward symbolizes the
organization’s support and social approval of their contribution,
which might generate positive performance behaviors and reduce
deviant behavior to support the notion of a reciprocal employment
relationship. Using SET literature as a theoretical backdrop,
we argue that HCPM and POS are available resources to encourage
employee in-role and extra-role behaviors within the workplace.
Employees who experience high POS are expected to reinvest
their efforts back into the organization and are less likely to engage
in deviant behavior.

Literature review and hypotheses

High-commitment performance
management

Performance management is an important component of the
HRM process, especially for triggering strong employee
commitment (den Hartog et al., 2004; Bellisario and Pavlov, 2018).
Farndale et al’s (2011) study first describes how PM can
be approached as HCPM practices. There are two forms of
commitment-based PM practices: “involvement centered” and
“development centered” (Farndale et al., 2011). Involvement-
centered focuses on individual attachment in setting performance
goals, discussing and providing performance feedback, and having
choices over the rewards (pay and benefits) against the
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performance. On the contrary, the development-centered
emphasizes employees’ appraisal to develop their skills,
knowledge, and capacity.

PM is implemented to communicate performance goals, send
feedback on actual performance, prompt and reward work
behavior, and inspire development action (DeNisi and Murphy,
2017; Pavlov et al., 2017). We conceptualize HCPM into four
dimensions: goal and participation, performance appraisal,
performance feedback, and performance rewards. Performance
goals signal what employees need to do and why; monitoring and
feedback provide information about the degree of attainment of
their performance goals; performance-based rewards provide “an
unambiguous perceived cause-effect relationship in reference to
the HRM systems desired content-focused behaviors and
associated employee consequences” (Bowen and Ostroff, 2004:
210). PM should have consistency among these four activities
(Audenaert et al., 2019). Such a consistent PM system follows the
logic of plan-do-check-act principles of a continuous performance
improvement process (Aguinis et al., 2013), authenticated by the
interconnected stages of planning, monitoring, feedback, and
recognition tasks (Decramer et al., 2013). These PM practices
enable employees to realize why and how they are inclined to work
for the organization (DeNisi and Smith, 2014).

Perceived organizational support

Kim et al. (2016) defined POS as employee perceptions on
how the organization values their contributions and cares about
them. POS encompasses employee perceptions of organizational
support toward the performance in one’s job and creates felt
obligation to the organization; develops an expectation of reward
for increased effort; meets socio-emotional needs, and produces
an expectation that help will be available when needed to perform
one’s job better (Eisenberger and Stinglhamber, 2011; Rubel et al.,
2020). Prior literature suggested that employees with higher POS
evaluate their jobs more favorably (e.g., enhanced job satisfaction
and empowerment; Maan et al., 2020) and invest more in their
organization (e.g., work engagement, employee retention, and
organizational commitment; Gupta et al,, 2016; Guan and Frenkel,
2018). Latorre et al. (2016) advocated that HCHRM is linked with
POS because POS signals a sense of caring and well-being of
employees. We propose that each dimension of HCPM (goal and
participation, performance appraisal, performance feedback, and
performance rewards) would lead to a positive POS. HCPM, an
organizational-based resource, would explain how HCPM is vital
for workplace resourcing, and this HCPM could have a
link to POS.

Employee behaviors

To achieve organizational goals and objectives, employees’
attitudes and behavior toward a job are critical. However, it is also
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true that in an organizational setting, employees might behave in
different ways, each with different responses toward individuals
and the organization (Tuzun and Kalemci, 2018). Employee
behaviors are productive when they view the organization as
supportive (Appelbaum et al., 2007). In extreme cases, employees
might exhibit negative or counterproductive behaviors if they feel
that organizations do not support them (Kalemci et al., 2019;
Khattak 2019). and Motowidlo (1997)
conceptualized employee job
performances into task performance (in-role behavior) as well as

et al, Borman

job-related behaviors or
contextual performance (extra-role behavior). Rotundo and
Sackett (2002), in their reviews of job performance frameworks,
have identified three broad dimensions, namely task performance
(in-role behavior), organizational citizenship behavior (extra-role
behavior), and counterproductive work behavior (deviant
behavior). The new dimension, counterproductive work behavior
(deviant behavior), refers to behaviors that harm the organization’s
well-being. This paper conceptualizes employee behaviors into
in-role, extra-role, and deviant behaviors.

The primary job requirements identified, coordinated, and
controlled to achieve organizational goals are in-role behavior (Fu
et al.,, 2015; Khoreva and Wechtler, 2018). In-role behavior is
defined as “actions specified and required by an employee’s job
description and thus mandated, appraised, and rewarded by the
employing organization” (Janssen and Van Yperen, 2004, p. 369).
According to Zhu (2013), extra-role behavior is employee behavior
that falls beyond the formally assigned job responsibilities of
individuals’

instrumental in promoting the organization’s operational

organizational positions yet is considered
efficiency and effectiveness. Deviant behavior has been stated as
noncompliant behavior (Puffer, 1987), antisocial behavior
(Robinson and O'Leary-Kelly, 1998), workplace deviance
(Robinson and Greenberg, 1998), organizational misconduct
(Vardi, 2001), and dysfunctional workplace behavior (Van Fleet
and Griffin, 2006). Deviant behavior is defined as “voluntary
behavior that violates significant organizational norms and in doing
so threatens the well-being of an organization, its members, or both”

(Robinson and Bennett, 1995, p. 556).

Hypotheses development

High-commitment performance
management and employee behaviors

Employee voice in goal setting would make them own their
job their
performance (Wu et al., 2021). Conversely, Shuck et al. (2014)

responsibilities and ensure self-management
found that employees lose their job interest because of a lack of
participation. Similarly, fair performance appraisal has a
significant bearing on employee responses. Ahmed et al. (2011)
discovered a statistically significant influence of performance
appraisal fairness on employee citizenship behavior. In contrast,

researchers noticed that improper performance appraisal is one
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source of employees’ counterproductive behavior in the workplace,
such as absenteeism and turnover intention (Rubel and Kee,
2015b). Tziner et al. (2010) assessed that employees who
experience unfair treatment related to performance appraisal
could negatively impact the organization. A similar emphasis was
given on the importance and positive effect of performance
feedback on employee outcomes (Rosen et al., 2006). Researchers
(Sommer and Kulkarni, 2012; Wu et al., 2021; Yang et al., 2021)
pointed that optimistic feedback relates to employee performance
feedback on
performance might provoke aggressive behavior and deviant
behavior (Ilgen and Davis, 2000).

Performance reward could lead to OCB (Teh et al., 2012) and
task-related behavior (Shakir et al., 2014). Likewise, a poorly
designed reward system might indicate deviant or unproductive
behavior (Litzky et al., 2006). The relationship between HCPM
and employee behaviors supports the notion of SET as well. When

advancement. However, employees’ poor

a company devotes in commitment-boosting HRM, employees are
more inclined to respond with greater effort (McClean and
Collins, 2011; Rubel et al., 2018). It is more likely that
commitment-enhancing PM would be reciprocated with positive
performance behaviors. Thus, we hypothesize that HCPM may
affect each dimension of job behaviors.

Hypothesis 1: HCPM has a positive impact on in-role behavior.

Hypothesis 2: HCPM has a positive impact on extra-
role behavior.
HCPM has

Hypothesis 3 on

deviant behavior.

a negative impact

High-commitment performance
management and perceived
organizational support

PM specifies a clear explanation of what, why, and how
employees would work in the organization (Chowdhury, 2011).
Han et al. (2010) supported that participation enhances employee
psychological ownership feeling and this ownership is envisaged
as organizational support for the employees. As such employee
participation in performance goal setting would clearly define
performance expectations set by the employee themselves and
promote their ownership sense in owning work targets.
DeConinck (2010) advocated that a fair perception of performance
appraisal positively correlates with POS. Nasurdin et al. (2008)
proved the significant positive effect of performance appraisal, one
dimension of PM, on POS. Again, performance feedback was also
undertaken as one key dimension of HRM having a significant
positive association with POS (Tremblay et al., 2010). Allen et al.
(2003) depicted that reward positively affects employee perceived
support from the organization. Rhoades and Eisenberger (2002)
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accentuated that organizational reward is a significant antecedent
of POS. Waseem (2010) analyzed the influence of reward
satisfaction on employee perceptions of support from
the organization.

In summary, HCPM may influence POS as employees might
view commitment-focused PM as their support for performance
improvement. As SET follows, such employee positive perceptions
are the positive employee attitudinal exchanges for constructive
formal actions presented in HCPM. Thus, the hypothesis below
is developed:

| Hypothesis 4: HCPM has a positive impact on POS.

Perceived organizational support and
employee behavior

POS is more likely to act positively in achieving organizational
objectives (Rhoades and Eisenberger, 2002). According to the
norm of reciprocity, employees are obligated to fulfill their
responsibilities by repaying the organization in ways they find
valuable (Eisenberger and Stinglhamber, 2011). Employees with
enhanced POS realization perform better within and beyond their
job roles (Chiang and Hsieh, 2012; Neves and Eisenberger, 2012;
Casimir et al., 2014). Employees tend to reciprocate favorably to
organizational support by increasing their organizational
attachment (Edwards and Peccei, 2010), commitment (Chiang
and Hsieh, 2012), amplifying additional role involvement
(Edwards and Peccei, 2010), and decreasing actual turnover (Allen
and Shanock, 2013; Rubel et al., 2020) and affective commitment
(Berberoglu, 2018).

Employees can meet reciprocity expectations by lowering
counterproductive/deviant behaviors in addition to elevating role-
prescribed and extra-role behavior. Researchers like Rhoades and
Eisenberger (2002) and Allen and Shanock (2013) had confirmed
that POS negatively affect counterproductive work behavior. The
relationship of POS with withdrawal behaviors such as
absenteeism and voluntary turnover had been reported (Allen and
Shanock, 2013; Biron, 2013). Biron (2010) revealed that a low level
of support from the organization reduces employees’ feelings of
obligation and pursues them to behave negatively toward the
organization. Employees are more likely to exhibit in-role and
extra-role behaviors and less likely to engage in deviant behaviors
when POS is perceived as high. Such act of kindness like POS on
the part of the employer places a duty on the part of the employees
to pay it forward through both in-role and out-of-role behaviors
and to lower deviant behavior. In other words, we hypothesize that
the motivation for employees to conduct in-role and extra-role
responsibilities that are not required or mandated by their
employment as well as lower deviant behaviors is just a fair social
exchange. This logic follows the hypotheses below.

Hypothesis 5: POS has a positive impact on in-role behavior.
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Hypothesis 6: POS has a positive impact on extra-role behavior.

Hypothesis 7: POS has a negative impact on deviant behavior.

Perceived organizational support as a
mediator

Although HRM is viewed as part of organizational support,
research scholars viewed HRM practices and POS as two
separate constructs (Allen et al., 2003). Latorre et al. (2016)
suggested that HCHRM is linked with POS because POS signals
a sense of caring and well-being of employees in the form of
HRM practices. There is evidence that HRM can promote more
in-role and out-of-role performances when they are interpreted
as showing support and procedural fairness (Tremblay et al.,
2010; Rubel et al., 2020; Kee and Chung, 2021). Furthermore,
prior HRM research has identified POS as a key mediating
factor (Allen et al., 2003; Maan et al., 2020; Rubel et al., 2020;
Hur et al,, 2021). Accordingly, it is assumed that HCPM
indicates organizational support for employee performance
improvement, which will enhance employee in-role extra-role
behaviors and reduce deviant behavior. We argue that the
presence of HCPM is a source of satisfaction in itself because of
the positive signals they provide. Employees are motivated to
adopt positive attitudes and actions for the business when they
feel supported and valued by the organization through
organizational policies and practices (Allen et al., 2003).
Optimistic organizational experiences (such as supportive
HRM like HCHRM) will generate positive actions and attitudes
to return that support, which in turn will boost perceptions of
organizational support as reciprocity.

Nasurdin et al. (2008) found that POS partially mediates the
relationship between HRM and employee commitment. Neves
(2012) that
communication only influences in-role and extra-role

and Eisenberger confirmed management
performance through POS. According to Cullen et al. (2014),
POS significantly mediates the relationship between employees’
ability to adjust with changes and uncertainty and their
satisfaction and performance. Vatankhah et al. (2017) exhibited
that POS serves as the social mechanism by which HRM
influences the behavioral outcomes of employees. Rubel et al.
(2020) discovered a substantial mediation effect of POS between
high performance HRM and employee job outcomes in the
context of medical professionals in Bangladesh. However, it is
unclear how POS intervenes in the interaction between HCPM
and employees’ productive and counterproductive behaviors.
Nevertheless, SET could be based on such conception as HCMP
is a positive organizational action that could result in positive
employee perceptions in the form of POS, which further
generates supportive work performance of employees in
exchange. Based on the previous literature supports and SET,
the following hypotheses can be considered:
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Hypothesis 8: POS mediates the effect of HCPM on
in-role behavior.

Hypothesis 9: POS mediates the effect of HCPM on extra-
role behavior.

Hypothesis 10: POS mediates the effect of HCPM on
deviant behavior.

Research methods
Sample

The study included all the supervisors as population employed
by registered RMG organizations (RMG) that are the members of
the Bangladesh Garment Manufacturer and Exporter Association
(BGMEA). However, as more than 60% of the RMG organizations
were in Dhaka, the sampling frame for this study only included
the supervisors of the Dhaka-based member RMG organizations.
Saunders et al. (2003) and Sekaran and Bougie (2010) had
commented that sampling frame is the valid representative of the
total population. Dhaka was chosen as a sampling frame that
would represent the RMG industry of Bangladesh. Registered
RMG organizations were considered because (1) registered
organizations were easy to identify and (2) the nature of the
registered RMG organizations in terms of their management
practices were almost similar (Bangladesh Garment Manufacturer
and Exporter Association, 2019).

The study was cross-sectional, for which data were gathered in
2020. Initially, the researchers contacted 100 RMG organizations
derived from the member list of the BGMEA, the authoritative body
of the RMG organizations, while only 40 organizations decided to
participate. Based on our initial discussion, questionnaires were
delivered to the respondents through the support of the respective
RMG organizations HR personnel. The complete work of
distribution and collection of questionnaires from the responding
RMG organizations took 2 months (September—October 2020).

Because of the lack of a complete list of the respondents,
purposive sampling was employed to collect data from the
supervisors. Purposive sampling is limited to particular groups of
people who are able to supply the needed data, either because they
are the only ones with it or because they meet certain criteria
established by the researchers (Sekaran and Bougie, 2010). This
sampling technique is used to collect data from a specific group
purposively selected for the study, here were the supervisors.
Based on the following three principles, the current study
considered supervisors as the study respondents: (1) supervisors
were controlling a group of operators who were directly involved
in the fabrication activities of RMG organization; (2) supervisors
who were actively working in the RMG industry for more than
5years; and (3) supervisors who were actively working in the
organization for more than 1year.
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Sekaran and Bougie (2011) recommended a sample size of
30-500 samples as adequate. Hair et al. (2019) underlined the
need of using a larger sample size to avoid sampling error. The
ten times rule (Barclay et al., 1995) was also used to obtain the
sample size. Based on 10 times rule, the lowest number of
sample size must be 10 times higher than the maximum
number of arrows headed to a particular latent variable in the
Partial Least square (PLS) path model. This study also used ten
times rule because PLS in Structural Equation Modeling
(SEM) was used in the analyses. The endogenous latent
variable () was the one with the most arrowheads pointing to
it and the number was 8. As a result, ten times eight, or 80,
should be the sample size for this study. However, this is only
a preliminary estimate of the necessary sample size (Hair et al.,
2019). Moreover, in PLS, a sample size of 100 was considered
suitable for data analysis and expected significant outcome. In
addition to that, Hair et al. (2019) recommended that a better
alternative is to carry out the model-specific power analyses
for multiple regression models developed by Cohen (1992),
namely G*Power, statistical power analysis. Our G* Power
results revealed that 101 cases were required to identify R
values of at least 0.25 with a 5% of error and an 80%
statistical power.

Given the above-mentioned rules of thumb and the results of
the power analysis, we sought 1,000 samples to ensure that this
survey samples would appropriately represent or reflect the
population attributes. Considering another finding based on the
average external survey response of 15% (Cleave, 2020), we opted
to send 1,000 questionnaires to obtain a minimum of 150
questionnaires. Thus, a total of 1,000 questionnaires were
distributed equally to 40 RMGs, and 462 questionnaires were
returned in total. Of 462 returned questionnaires, only 430
questionnaires were useable, giving a final response rate of 43.0%.
The response rate was considered good, as Rubel and Kee (2015b)
reported a response rate of 37.5% in their study on RMG
in Bangladesh.

Measures

A five-point Likert scale, with 1 denoting “Strongly Disagree”
and 5 denoting “Strongly Agree,” was used to evaluate all
constructs of exogenous and mediating variables. The endogenous
variables, on the other hand, were evaluated using a seven-point
Likert scale, with 1 denoting “Strongly Disagree” and 7 denoting
“Strongly Agree”

Employee behaviors

Supervisors were asked to evaluate their behaviors. Eleven
items were used to assess in-role (four items with alpha 0.79),
extra-role (three items with alpha 0.83), and deviant behavior
(four items with alpha 0.87). Both in-role and extra-role items
were adapted from Bettencourt and Brown (1997). We specifically
developed four items to assess deviant behavior. The four scale
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items were developed based on widely referred deviant behavior
content focusing on the production of deviant behavior by Demir
(2011) and Colquitt et al. (2021).

High-commitment performance management
To measure HCPM, a total of 21 items from previously
established scales were modified. Goal & participation and
performance feedback dimensions were adapted from Roberts and
Reed (1996) and measured by six and five items for each.
Furthermore, five items measurement of performance appraisal
was adapted from Korsgaard and Roberson (1995) and Lee and
Jimenez (2011). Last, five items adapted from Lee and Jimenez
(2011) and Daley (2017) assessed performance reward. These
dimensions’ reliability scores ranged from 0.73 to 0.94. Example
items were as follows: I can discuss my performance goals with my
supervisor (goal and participation); My supervisor rates my
performance objectively (performance appraisal); I receive timely
feedback on my performance (performance feedback), and
rewards are given to employees who perform (performance reward).

Perceived organizational support

Five items were obtained from Eisenberger et al. (2001). A
shortened version was employed and found well-accepted reliable
value (Kim et al., 2016; Le and Lei, 2019). The reliability of this
scale was 0.89.

Data analysis

The Smart PLS 3.2.7 version was employed to assess survey
data. A sophisticated model underlined the current research, such
as higher-order reflective-reflective HCPM with mediation testing.
Regression analysis using SPSS was inadequate to assess such
model simultaneously. Therefore, PLS-SEM was used in the current
study. Researchers are now studying HRM employing PLS for data
analysis and interpretation (Rubel et al., 2020, 2021). The following
benefits of using PLS-SEM were emphasized by Hair et al. (2019).

« Survey data do not require always be normally distributed

« Small samples can be examined using PLS-SEM.

o PLS-SEM could be used to analyze models having both
formative and reflecting constructs.

« PLS-SEM is more appropriate for evaluating mediation.

A two-step process is involved in PLS path model estimate and
interpretation, and it involves evaluating the measurement model

(also known as the outer model) and structural model (commonly
known as the inner model) separately (Hair et al., 2019).

Results

To get authentic results, the study addresses self-report response
bias, also known as common method variance (CMV) following the
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proximal and methodological separation strategy suggested by
Podsakoft et al. (2003). Each of the constructs in this study was
measured using a different set of questionnaire instructions. The
measurements of the variables were also examined using various
scale formats such as five-point scale for both independent and
mediating variables whereas, seven-point scale for dependent
variables. In addition, to solve CMV issue, Harman’s single-factor
test was used in this work. Harman’s single-factor test is well-known
for measuring CMV in terms of statistical control. Using this
technique, all the indicators are subjected to an exploratory factor
analysis, after which the unrotated component matrix is examined
to determine how many influential factors can be used to explain
the variability in the variable. CMV was not a concern in the study,
because the analysis of the findings showed that the first component
accounted for 23.43% of the total 61.1% variation.

The participants’ demographic profile (see Table 1) showed
that approximately three-quarters were male (72.5%). 80% were
between 31 and 40years old, and 71.2% had a college-level
education. In terms of industry tenure, 72.6% had worked
between seven to 10years within the industry. In terms of job
type, participants were mostly in the cutting section (32%),
quality control section (28%), finishing section (18%), sewing
section (14%), and others were from the weaving section (8%).

Hierarchical high-commitment
performance management

This study implied HCPM as a second-order reflective-reflective
construct made up of four first-order constructs with a total of 21
components. To confirm the reflective nature of the second-order
construct, the correlations of all first-order dimensions were assessed
as suggested by Hulland (1999) and Wetzels et al., (2009). Table 2
summarizes hierarchical HCPM, indicating that all the items and
the constructs were associated with each other and statistically
substantial at p<0.01.

Measurement model

The reliability of the measures for the constructs of interest
was assessed, and the reported Cronbach’s alpha coefficients were
higher than 0.70. The first-order reflective constructs’
psychometric properties were evaluated in terms of convergent
and discriminant validity. Three measures were deliberated to
examine the convergent validity (Hair et al., 2019): (a) the factor
loadings of the indicators of the individual construct, which must
be statistically substantial with values greater than or equal to 0.6;
(b) estimation of average variance extracted (AVE), is equal or
higher than 0.5; and (c) composite reliability (CR), with values
higher than or equal to 0.7. Table 3 presents a summary of the
measurement model.

Heterotrait-Monotrait (HTMT) ratio was employed to
confirm the discriminant validity. Henseler et al. (2015) suggest
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two distinct threshold values for HTMT: 0.85 and 0.90 and
recommend that the HTMT ratio delivers more accurate and
significant results than the commonly used Fornell and Larcker
(1981) method. We followed the minimum value of 0.85 to assess
discriminant validity. Both convergent validity and discriminant
validity were acceptable in this research. Table 4 demonstrates that
all the values reported were within the limit.

TABLE 1 Respondents’ demographic profile.

Demographic Frequency Percentage (%)

data (L X{)]
Age

21-30years 50 11.7

31-40years 344 80.0

40 and above 36 8.2
Gender

Male 312 72.5

Female 118 27.5
Education

High School (SSC) 53 12.2

College (HSC) 306 712

Degree 71 16.6
Income

Between Tk. 20,000-Tk 227 52.72

25,000

Tk. 25,001-Tk. 30,000 133 31.0

Tk 30,001-Tk 35,000 47 11.0

Above Tk 35,000 23 528
Industry experience

1-3years 20 4.65

4-6years 66 15.35

7-10years 312 72.6
10years and above 32 7.4
Position (Employment Category)

Cutting section 137 31.86

Quality control section 121 28.14

Finishing section 77 18.0

Sewing section 60 14.0

Weaving section 34 8.0

TABLE 2 Hierarchical HPCM.

(CR=0.796, AVE=0.510)

10.3389/fpsyg.2022.837481

Structural model and hypotheses testing

To obtain a well-accepted structural model, bootstrapping of
the 430 cases (the same as the original sample size) was directed
with 1,000 samples. The adequacy of the structural model was
evaluated by assessing the path coefficients and the effect size (),
cross-validated redundancy (Q?), and coefficient of determination
(R*% Hair et al., 2019). The anticipated model illuminated a
significant proportion of the variance of endogenous latent
constructs supported by the guideline of Cohen (1992), such as
(0.02-0.12) weak, (0.13-0.25) moderate, and (above 0.26)
substantial. In this study, the endogenous construct POS was
explained by 17.2% (Q*=0.082) of the variance by HCPM. On the
other hand, in-role behavior, extra-role behavior, and deviant
behavior were explained at 0.34, 0.131, and 0.076, suggesting
34.0% (Q*=0.186), 13.1% (Q*=0.04/0.14), and 7.6% (Q*=0.048)
of the variance, respectively, by both HCPM and POS.

First, the direct effect from HCPM to all three outcome variables,
such as HCPM to in-role behavior ($=0.411, p<0.01), HCPM to
extra-role behavior ($=0.162, p<0.01), and HCPMP to deviant
behavior (f=—0.189, p<0.01) was found significant. Furthermore,
the relationship from HCPM to POS ($#=0.415, p<0.01) was also
found significant. Last, direct path from POS to all three outcome
variables, such as in-role behavior ($=0.277, p<0.01), extra-role
behavior (#=0.190, p<0.01), and deviant behavior (f=-0.137,
p<0.01) were found significant as well. The findings of the analysis
exhibited that all direct hypotheses were significant (Table 5).

Additionally, Preacher and Hayes' (2008) proposal of
bootstrapping indirect effect was calculated for investigating the
mediation. Findings of the examination demonstrated all the
mediation effects were noteworthy (Table 6), such as HCPM to
POS to in-role behavior (#=0.115, p<0.01), HCPM to POS to
extra-role behavior (#=0.078, p<0.01), and HCPM to POS to
deviant behavior (f=—-0.57, p<0.01). As a result, each mediation
hypothesis was found valid and statistically substantial.

Conclusion and discussion

We seek to examine the relationship among the role of
organizational context, HCPM, as a starting condition for
workplace resources, POS, and job behaviors. We draw from
SET to build our proposed model. We argue that HCPM and
POS are available resources to encourage employee in-role and
extra-role behaviors and minimize deviant behavior within the

Performance feedback Performance reward

Goal and participation

Performance appraisal

R*=0.612 R*=0.593 R*=0.146 R*=0.687
$=0.783 $=0.770 $=0.382 $=0.829
p<0.01 p<0.01 p<0.01 p<0.01
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TABLE 3 Result of the measurement model.

Constructs  Measurement Loading AVE CR
items

Goal and G&P1 0.790 0.693 0.931
participation G&P2 0.884
(G&P) G&P3 0.814
G&P4 0.844
G&P5 0.845
G&P6 0.814

Performance PA1 0.736 0.576 0.871
appraisal (PA) PA2 0.792
PA3 0.778
PA4 0.757
PA5 0.728

Performance PF1 0.708 0.620 0.890
feedback (PF) PE2 0.854
PF3 0.828
PF4 0.755
PF5 0.782

Performance PR1 0.744 0.555 0.862
reward (PR) PR2 0.696
PR3 0.716
PR4 0.768
PR5 0.798

Perceived Orgal. POS1 0.738 0.523 | 0.845
Support (POS) POS2 0.682
POS3 0.711
POS4 0.728
POS5 0.754

In-role behavior IRB1 0.806 0.587 0.850
(IRB) IRB2 0.682
IRB3 0.752
IRB4 0.818

Extra-role ERBI1 0.766 0.528 0.770
behavior (ERB) ERB2 0.718
ERB3 0.693

Deviant behavior DB1 0.728 0.707 0.906
(DB) DB2 0.851
DB3 0.883
DB4 0.892

workplace. Employees who experience high POS from HCPM
are expected to reinvest their efforts into the organization and
are more likely to engage in in-role and extra-role behavior and
less likely to engage in deviant behavior. We investigate the
relationship between these variables in a way that few empirical
investigations have been able to do. Our results support our
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model, whereby higher HCPM leads to POS and positive job
behaviors. In this sense, we confirm that HCPM is a predicting
factor of POS and job behaviors. We also confirm that POS is a
significant mediator. HCPM can predict job behaviors via an
increase in POS.

Local studies in Bangladesh have discovered a favorable
correlation between HRM procedures, such as performance
evaluation and employee performance behavior (Rubel and Kee,
2015b). The study results advocate that greater prominence of
employee perceived HCPM stipulates improved behaviors,
resulting in higher in-role and extra-role behavior and lower
deviant behavior. Local research has also shown employees’
adverse behavioral outcomes such as turnover intention and
turnover, indicating the inadequate application of HRM practices
in which performance appraisal as a single dimension plays a
significant role (Chowdhury, 2011). Therefore, it is apparent that
different aspects of PM perceived by employees are significant to
explore their significant behaviors in the organization. If the
organization approves employees’ contribution by pertinent PM,
the consequential effects might be higher productive behavior and
lower deviant behavior.

The study’s findings concerning employee perceived HCPM
and POS demonstrate a significant positive result, in line with
preceding studies where different PM practices predict POS
(Tremblay et al., 2010; Gavino et al., 2012). This study’s results
interpret that commitment-focused PM favored by employees has
the prospective to provoke a high level of POS among employees.
Employees perceived HCPM would eventually enhance their
feeling of being approved by the organization as reciprocity. As
such, organizations should acknowledge HCPM as an imperative
predictor of employee perceived support (Figure 2).

Another finding shows a significant influence of POS on
employee behavioral outcomes, including in-role behavior, extra-
role behavior as productive behavior, and deviant behavior as
counterproductive work behavior. Previous studies suggest that
workers with a greater feeling of POS display enhanced in-role
conduct (Chiang and Hsieh, 2012; Casimir et al., 2014) and extra-
role behavior for both individuals and the organization (Neves
and Eisenberger, 2012). Based on the concept of reciprocity,
employee perceived support from the organization acts as an
essential predictor of expected behaviors from the employees
(Eisenberger and Stinglhamber, 2011). Therefore, from the
findings of the present study and the previous literature supports,
it can be proclaimed that employees’ perceived support from the
organization affects various performance outcomes within the
direction of social exchange.

Moreover, the study finding portrays that POS also mediates
the relationship between HCPM and employee behavioral
outcomes (extra-role, in-role, and deviant). This finding supports
the notion of POS’s significance for the employees in the
organization (Allen and Shanock, 2013; Tremblay and Landreville,
2015). The study results convey that employees perceived HCPM
could enhance their extra-role and in-role behavior and minimize
deviant behavior by enhancing employee-required supports from
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TABLE 4 Discriminant Validity-Heterotrait—Monotrait Ration (HTMT?),

10.3389/fpsyg.2022.837481

DB ERB G&P IRB PA PFB MO PWRD
DB
ERB 0318
GP 0332 0.142
IRB 0.171 0.119 0.306
PA 0.080 0.125 0.443 0.678
PEB 0.161 0.134 0.526 0.615 0.711
POS 0.263 0.384 0223 0.575 0.556 0372
PWRD 0275 0.775 0.185 023 0.172 0.207 0371
Mean 4.19 3.53 345 4.03 4.06 3.85 4.02 3.48
S.D. 1.44 0.84 0.85 0.67 0.57 0.68 0.59 0.80

DB, Deviant Behavior; ERB, Extra-role Behavior; GP, Goal and Participation; IRB, In-role Behavior; PA, Performance Appraisal; PFB, Performance Feedback; POS, Perceived

Organizational Support, PRWD, Performance Reward.

TABLE 5 Structural model direct effect.

Direct path Std. Beta Std. t-Value Value of  Decision
Error P
HCPM — In-role behavior 0.411 0.047 8.80%* 0.212 0 S
HCPM — Extra-role behavior 0.162 0.077 2.12%% 0.024 0.036 S
High-Commitment PMP — Deviant behavior —0.190 0.056 3.35%% 0.032 0.001 S
High-Commitment PMP — Perceived organizational support 0.415 0.046 9.12%% 0.208 0 S
Perceived organizational support — In-role behavior 0.277 0.052 5.36%* 0.096 0 S
Perceived organizational support — Extra-role behavior 0.189 0.057 3.30%* 0.034 0.001 N
Perceived organizational support — Deviant behavior —0.137 0.047 2.90%* 0.017 0.004 S

#p <0.05, **p <0.01 (based on two-tailed test with 1,000 bootstrapping).

the organization. Thus, the organization should emphasize HCPM
as commitment enhancers and POS builders to ensure social
approval of employee contribution. In doing so, the organization
should practice HCPM and POS to increase both extra-role and
in-role behavior and reduce deviant behavior to enhance the
development of both individuals and organizations.

Our findings suggest that HCPM should be promoted to
influence employees’ perceptions of organizational support and
job behaviors. Those experiencing high levels of POS have also
been shown to have positive job behaviors. To conclude, this study
has contributed to a new extent in solving the debates around the
role of individual HRM practice in influencing employee
outcomes. It is done by developing and testing a mediation model
on the relationship between HCPM and employee productive
behavior and deviant behavior. This study adds POS specifically
as a significant attitudinal component and link in the causal chain.
The association between perceived HCPM and two different
employee outcomes, namely performance behavior and deviant
act, is revealed to be mediated by POS. The results are in line with
the core tenets of SET, which contend that firms that can foster a
culture of reciprocity will probably influence their workforces to
behave positively. Our study unequivocally demonstrates that
employees take into account their perceptions of HCPM to

Frontiers in Psychology

11

improve their comprehension of POS, performance, and
motivation to act in accordance with organizational expectations.
Therefore, the role of HCPM is expected to contribute to the
development of a comprehensive PM approach that would not
only assess employee performances but also develop the sense of
POS in promoting positive employee behaviors.

Theoretical implications

This research augments the literature on how specific HRM
practices influence employee behavioral outcomes theoretically.
The findings of this study have threefold implications. HCPM
stimulates POS and enhances both extra-role and in-role
behavior, and minimizes employees’ deviant behavior in the
workplace. Therefore, HCPM makes it easier to establish the
position of the single dimension of HCHRM practices in HRM
literature, defending the idea that critically analyzing individual
HRM practices is important (Haines et al., 2010). Second, this
study represents the social approval notion of SET as well
(Homans, 1961). Execution of HCPM recognizes and approves
employee contribution and elicits their positive behaviors to the
organization. In another way, less emphasis on PM indicates a
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TABLE 6 Structural model indirect effect.

Indirect path Std. Std. t-value 95% UL 95%LL Value Decision
Beta Error of p
High-Commitment PMP — POS — In-role behavior 0.115 0.026 4.424%* 0.067 0.165 0.000 S
High-Commitment PMP — POS — Extra-role behavior 0.078 0.025 3.192%* 0.03 0.129 0.001 S
High-Commitment PMP — POS — Deviant behavior —0.057 0.021 2.762%* 0.096 0.017 0.006 S

#p <0.05, **p <0.01 (based on two-tailed test with 1,000 bootstrapping).

0.277**

0.411%*

0.415%*
0.189**

0.162%* ERB
0,190+ -0.137%*

FIGURE 2

Structural model.
lack of social approval of employee contribution that may need to be aware that the implementation of HCPM may lead to
further instigate employees’ negative behavior to positive supervisor performances. Second, our study suggests that
the organization. RMG organizations should prioritize POS as it may help to

Third, this research’s distinct finding explicates some of the enhance the effect of HCPM on employee positive performances
“black box” workings: HCPM enhances employee extra-role and (in-role and extra-role) and reduce deviant behavior. Third, RMG
in-role behavior and reduces deviant behavior through POS. In organizations may also consider targeting supervisors who hold a
our consideration of the “black box” clarifying how HRM longstanding relationship with operating employees, as
practices impact employee behavioral outcomes in the supervisors have a spillover effect on them under their supervision.
organization, we have seen that HCPM stimulates related Their positive performances will influence and motivate operating
behavioral outcomes of the employees by promoting the feeling of employees’ performances. The RMG organizations should
employee perceived support from the organization. Overall, the be aware of such potential positive spillover effects experienced by
explorations of HCPM with its different dimensions would suggest the operating employees from their supervisors. The impact of
a guideline to the future researchers in assembling the specific HCPM on supervisory performance, both directly and indirectly,
dimensions of other individual HRM or HCHRM practices and is somewhat demonstrated in our research. HCPM, performance-
the mechanism through which individual HRM or HCHRM focused practices, promote positive supervisor performances and
practices relate to employee outcomes. minimize their deviant behavior through POS.

Since Bangladeshi RMG organizations are labor-intensive and
labor productivity is the main indicator of organizational
Practical im pllcatlons productivity, supervisors play the critical roles in making their

subordinates high performers. So, it will be significant for the

Our empirical context affords us the unique opportunity to management of the organization to manage the behaviors of
make several contributions. First, our study reiterates that RMG supervisors first who can ensure the goal-oriented behaviors of
managers should be prepared to use HCPM in the labor-oriented their subordinates. In this regard, organization should focus on
manufacturing sector for sustained performances. RMG managers implementing structured PM practices to ensure enhanced
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productivity and declined deviant behaviors of the supervisors
who would eventually ensure such practices for getting expected
outcomes from their subordinates. Additionally, policymakers
might establish rules and incentive programs to promote
appropriate PM practices because doing so may help to improve
POS among employees. Understanding the POS factors in the
forms of HCPM dimensions with goal setting and participation,
performance appraisal, feedback on the performance, and
appropriate rewards against performance, government should
streamline proper PM guidelines for the labor-intensive industries
to deal with sustained productive performances. Last, our
outcomes support the growth of both local and international
position of our RMG industry to achieve higher rank through
making their employees more productive and task oriented in
the organization.

Limitations and future research
directions

The present research has numerous suggestions for the
academics and researchers to conduct future research, some of
which connect to this study’s limitations. In this research, only
RMG organizations in Dhaka city were taken into account. Thus,
the generalizability of this research finding was somewhat
limited. Other restraints of this study reported about the
respondents. For example, data were gathered only from the
supervisor level. The study results would be more consistent if
future researchers collect data considering employees working
across the industry to reconcile their observations on HCPM
and its outcomes. From this research, an organization might
obtain information about how different dimensions of HCPM
enhance a supervisor’s performance and reduce deviant behavior
through increased POS from their self-report measurement.
Future research can investigate how other individual HCHRM
practices shape employees’ attitudes and behavior. The study
showed the education and experience of the supervisors under
the demographic profile and their impact were not assessed in
the respondent’s responses as well as in the model. Therefore,
this could be considered another limitation of the current
research. Future researchers might take this issue into
consideration and employ these two attributes as predictors of
employee work outcomes in the organization and test their
effects. In future, researchers could use PLS and AMOS to
calculate and show all the criteria including maximum shared
variance (MSV) and average shared variance (ASV) for
discriminant validity.

Future studies can look at the potential contributions of
other individual dimensions of HCHRM in an elaborative
perspective to examine their impact on the employee attitudes
and behavior in various organizational contexts. Furthermore,
based on the specific characteristics of HRM practices revealed
in the prior literature, it might be advised for future researchers
to look at the higher-order paradigm of those specific
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dimensions. We suggest that future researchers and practitioners
explore the higher-order constructs of particular HRM
and their
applicability in the organizations because making higher-order

practices with their respective dimensions

allows for more theoretical parsimony and reduces the
complexity of the model.

Data availability statement

The original contributions presented in the study are included
in the article/supplementary material, further inquiries can
be directed to the corresponding author.

Ethics statement

Ethical review and approval was not required for the study
on human participants in accordance with the local legislation
and institutional requirements. Written informed consent from
the
guardian/next of kin was not required to participate in this study

patients/participants OR  patients/participants legal
in accordance with the national legislation and the

institutional requirements.

Author contributions

MR and NR was involved in all the steps and procedures
followed in this study, conceptualization, reviewing the literature,
finalizing research methodology, data collection and analysis, and
writing and reviewing the original draft. DK provided technical
assistance, actively participated in all the steps followed in this
study, and helped in conceptualization and improving this draft.
YD played an important role in reviewing literature and
hypotheses development. All authors contributed to the article
and approved the submitted version.

Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could
be construed as a potential conflict of interest.

Publisher’'s note

All claims expressed in this article are solely those of the
authors and do not necessarily represent those of their affiliated
organizations, or those of the publisher, the editors and the
reviewers. Any product that may be evaluated in this article, or
claim that may be made by its manufacturer, is not guaranteed or
endorsed by the publisher.

frontiersin.org


https://doi.org/10.3389/fpsyg.2022.837481
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org

Rubel et al.

References

Abdelmotaleb, M., and Saha, S. K. (2020). Socially responsible human resources
management, perceived organizational morality, and employee well-being. Public
Organization Rev. 20, 385-399. doi: 10.1007/s11115-019-00447-3

Aguinis, H., Gottfredson, R. K., and Joo, H. (2013). Avoiding a "me" versus "we"
dilemma: using performance management to turn teams into a source of competitive
advantage. Bus. Horiz. 56, 503-512. doi: 10.1016/j.bushor.2013.02.004

Ahmed, S., Raihan, M. Z., and Islam, N. (2013). Labor unrest in the ready-made
garment industry of Bangladesh. Int. J. Bus. Manage. 8, 68-80. doi: 10.5539/ijbm.
v8nl5p68

Ahmed, I, Ramzan, M., Mohammad, S. K., and Islam, T. (2011). Relationship
between perceived fairness in performance appraisal and OCB: mediating role of
organizational commitment. Int. J. Acad. Res. 3, 15-20.

Akgunduz, Y., Alkan, C., and Gok, O. A. (2018). Perceived organizational support,
employee creativity, and proactive personality: the mediating effect of meaning of
work. J. Hosp. Tour. Manag. 34, 105-114. doi: 10.1016/j.jhtm.2018.01.004

Alam, M. N, Alias, R. B., and Azim, M. T. (2018). Social compliance factors (SCF)
affecting employee productivity (EP): an empirical study on RMG industry in
Bangladesh. Pac. Bus. Rev. Int. 10, 87-96.

Allen, D. G., and Shanock, L. R. (2013). Perceived organizational support and
embeddedness as key mechanisms connecting socialization tactics to commitment
and turnover among new employees. J. Organ. Behav. 34, 350-369. doi: 10.1002/
job.1805

Allen, D., Shore, L., and Griffeth, R. (2003). The role of perceived organizational
support and supportive human resource practices in the turnover process. J. Manag.
29, 99-118. doi: 10.1177/014920630302900107

Appelbaum, S. H., Iaconi, G. D., and Matousek, A. (2007). Positive and negative
deviant workplace behaviors: causes, impacts, and solutions. Corp. Gov. 7, 586-598.
doi: 10.1108/14720700710827176

Audenaert, M., Decramer, A., George, B., Verschuere, B., and Van Waeyenberg, T.
(2019). When employee performance management affects individual innovation in
public organizations: the role of consistency and LMX. Int. J. Hum. Resour. Manag.
30, 815-834. doi: 10.1080/09585192.2016.1239220

Bangladesh Bureau of Statistics (2022). Profile of Ready-made Garment Industry
of Bangladesh (Monthly report). Available at: www.bbs.gov.bd (Accessed April-
September 27, 2022).

Bangladesh Garment Manufacturer and Exporter Association (2019). List of
registered RMG organization. Available at: www.bgmea.com.bd (Accessed April 14,
2022).

Barclay, D., Higgins, C., and Thompson, R. (1995). The partial least squares (PLS)
approach to casual modeling: personal computer adoption and use as an illustration.
Technol. Stud. 2, 285-309.

Bellisario, A., and Pavlov, A. (2018). Performance management practices in lean
manufacturing organizations: a systematic review of research evidence. Prod.
Planning Control 29, 367-385. doi: 10.1080/09537287.2018.1432909

Berberoglu, A. (2018). Impact of organizational climate on organizational
commitment and perceived organizational performance: empirical evidence
from public hospitals. BMC Health Serv. Res. 18:399. doi: 10.1186/
$12913-018-3149-z

Bettencourt, L. A., and Brown, S. W. (1997). Contract employees: relationships
among workplace fairness, job satisfaction, and prosocial service behaviors. J. Retail.
73, 39-61. doi: 10.1016/50022-4359(97)90014-2

Biron, M. (2010). Negative reciprocity and the association between perceived
organizational ethical values and organizational deviance. Hum. Relat. 63, 875-897.
doi: 10.1177/0018726709347159

Biron, M. (2013). Effective and ineffective support: how different sources of
support buffer the short-and long-term effects of a working day. Eur. J. Work Organ.
Psy. 22, 150-164. doi: 10.1080/1359432X.2011.640772

Blau, P. (1964). Exchange and Power in Social Life. Wiley, New York.

Borman, W. C., and Motowidlo, S. J. (1997). Task performance and contextual
performance: the meaning for personnel selection research. Hum. Perform. 10,
99-109. doi: 10.1207/s15327043hup1002_3

Bowen, D. E., and Ostroff, C. (2004). Understanding HRM-firm performance
linkages: the role of the "strength" of the HRM system. Acad. Manag. Rev. 29,
203-221. doi: 10.5465/amr.2004.12736076

Casimir, G., Ngee Keith Ng, Y., Yuan Wang, K., and Ooi, G. (2014). The
relationships amongst leader-member exchange, perceived organizational support,
affective commitment, and in-role performance: a social-exchange perspective.
Leadersh. Organization Dev. J. 35, 366-385. doi: 10.1108/LODJ-04-2012-0054

Chiang, C. F, and Hsieh, T. S. (2012). The impacts of perceived organizational
support and psychological empowerment on job performance: the mediating effects

Frontiers in Psychology

14

10.3389/fpsyg.2022.837481

of organizational citizenship behavior. Int. J. Hosp. Manag. 31, 180-190. doi:
10.1016/j.ijhm.2011.04.011

Chowdhury, M. E. (2011). Performance management practices in organizations
operating in Bangladesh: a deeper examination. World Rev. Bus. Res. 1, 153-167.

Cleave, P. (2020). What does an average survey response rate look like? Available
at: https://www.smartsurvey.co.uk/blog/what-is-a-good-survey-response-rate

(Accessed July 22, 2022).

Cohen, J. (1992). Quantitative methods in psychology: a power primer. Psychol.
Bull. 112, 155-159.

Colquitt, J. A., Lepine, J. A., and Wesson, M. . (2021). Organizational Behavior:
Improving Performance and Commitment in the Workplace. (7th Edn.). New York:
McGraw-Hill Education (International Edition).

Cooke, F. L. (2018). Concepts, contexts, and mindsets: putting human resource
management research in perspectives. Hum. Resour. Manag. J. 28, 1-13. doi:
10.1111/1748-8583.12163

Cooke, F. L., Schuler, R., and Varma, A. (2020). Human resource management
research and practice in Asia: past, present and future. Hum. Resour. Manag. Rev.
30:100778. doi: 10.1016/j.hrmr.2020.100778

Coté, K., Lauzier, M., and Stinglhamber, F. (2021). The relationship between
presenteeism and job satisfaction: a mediated moderation model using work
engagement and perceived organizational support. Eur. Manag. J. 39, 270-278. doi:
10.1016/j.em;j.2020.09.001

Cropanzano, R., and Mitchell, M. S. (2005). Social exchange theory: an
interdisciplinary review. J. Manag. 31, 874-900. doi: 10.1177/0149206305279602

Cullen, K. L., Edwards, B. D., Casper, W. C., and Gue, K. R. (2014). Employees'
adaptability and perceptions of change-related uncertainty: implications for
perceived organizational support, job satisfaction, and performance. J. Bus. Psychol.
29, 269-280. doi: 10.1007/s10869-013-9312-y

Daley, D. M. (2017). The path to performance rewards: perceptions among federal
employees on the promise of performance appraisal. Compensation Benefits Rev. 49,
161-176. doi: 10.1177/0886368718794709

DeConinck, J. B. (2010). The effect of organizational justice, perceived
organizational support, and perceived supervisor support on marketing employees'
level of trust. J. Bus. Res. 63, 1349-1355. doi: 10.1177/0886368718794709

Decramer, A., Smolders, C., and Vanderstraeten, A. (2013). Employee
performance management culture and system features in higher education:
relationship with employee performance management satisfaction. Int. J. Hum.
Resour. Manag. 24, 352-371. doi: 10.1080/09585192.2012.680602

Demir, M. (2011). Effects of organizational justice, trust, and commitment on
employees' deviant behavior. Anatolia 22, 204-221. doi:
10.1080/13032917.2011.597934

Den Hartog, D. N., Boselie, P, and Paauwe, J. (2004). Performance management:
a model and research agenda. Appl. Psychol. 53, 556-569. doi:
10.1111/j.1464-0597.2004.00188.x

DeNisi, A. S., and Murphy, K. R. (2017). Performance appraisal and performance
management: 100 years of progress? J. Appl. Psychol. 102, 421-433. doi: 10.1037/
apl0000085

DeNisi, A., and Smith, C. E. (2014). Performance appraisal, performance
management, and firm-level performance: a review, a proposed model, and new
directions for future research. Acad. Manag. Ann. 8, 127-179. doi:
10.5465/19416520.2014.873178

Edwards, M. R., and Peccei, R. (2010). Perceived organizational support,
organizational identification, and employee outcomes. J. Pers. Psychol. 9, 17-26. doi:
10.1027/1866-5888/2a000007

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., and Rhoades, L. (2001).
Reciprocation of perceived organizational support. J. Appl. Psychol. 86, 42-51. doi:
10.1037/0021-9010.86.1.42

Eisenberger, R., and Stinglhamber, E (2011). Perceived Organizational Support:
Fostering Enthusiastic and Productive Employees. Washington, DC: American
Psychological Association.

Elahi, S., Hosen, M. D., and Nizam, M. E. H. (2019). Comparative analysis in
RMG industries before and after Rana plaza incident in Bangladesh. J. Textile Eng.
Fashion Technol. 5, 202-211. doi: 10.15406/jteft.2019.05.00203

Farndale, E., Hope-Hailey, V., and Kelliher, C. (2011). High commitment
performance management: the roles of justice and trust. Pers. Rev. 40, 5-23. doi:
10.1108/00483481111095492

Fornell, C., and Larcker, D. E (1981). Structural equation models with
unobservable variables and measurement error: algebra and statistics. J. Mark. Res.
18, 382-388. doi: 10.1177/002224378101800313

Fu, N,, Flood, P. C., Bosak, J., Morris, T., and O'Regan, P. (2015). How do high
performance work systems influence organizational innovation in professional
service firms? Empl. Relat. 37, 209-231. doi: 10.1108/ER-10-2013-0155

frontiersin.org


https://doi.org/10.3389/fpsyg.2022.837481
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1007/s11115-019-00447-3
https://doi.org/10.1016/j.bushor.2013.02.004
https://doi.org/10.5539/ijbm.v8n15p68
https://doi.org/10.5539/ijbm.v8n15p68
https://doi.org/10.1016/j.jhtm.2018.01.004
https://doi.org/10.1002/job.1805
https://doi.org/10.1002/job.1805
https://doi.org/10.1177/014920630302900107
https://doi.org/10.1108/14720700710827176
https://doi.org/10.1080/09585192.2016.1239220
www.bbs.gov.bd
www.bgmea.com.bd
https://doi.org/10.1080/09537287.2018.1432909
https://doi.org/10.1186/s12913-018-3149-z
https://doi.org/10.1186/s12913-018-3149-z
https://doi.org/10.1016/S0022-4359(97)90014-2
https://doi.org/10.1177/0018726709347159
https://doi.org/10.1080/1359432X.2011.640772
https://doi.org/10.1207/s15327043hup1002_3
https://doi.org/10.5465/amr.2004.12736076
https://doi.org/10.1108/LODJ-04-2012-0054
https://doi.org/10.1016/j.ijhm.2011.04.011
https://www.smartsurvey.co.uk/blog/what-is-a-good-survey-response-rate
https://doi.org/10.1111/1748-8583.12163
https://doi.org/10.1016/j.hrmr.2020.100778
https://doi.org/10.1016/j.emj.2020.09.001
https://doi.org/10.1177/0149206305279602
https://doi.org/10.1007/s10869-013-9312-y
https://doi.org/10.1177/0886368718794709
https://doi.org/10.1177/0886368718794709
https://doi.org/10.1080/09585192.2012.680602
https://doi.org/10.1080/13032917.2011.597934
https://doi.org/10.1111/j.1464-0597.2004.00188.x
https://doi.org/10.1037/apl0000085
https://doi.org/10.1037/apl0000085
https://doi.org/10.5465/19416520.2014.873178
https://doi.org/10.1027/1866-5888/a000007
https://doi.org/10.1037/0021-9010.86.1.42
https://doi.org/10.15406/jteft.2019.05.00203
https://doi.org/10.1108/00483481111095492
https://doi.org/10.1177/002224378101800313
https://doi.org/10.1108/ER-10-2013-0155

Rubel et al.

Gavino, M. C., Wayne, S. J., and Erdogan, B. (2012). Discretionary and
transactional human resource practices and employee outcomes: the role of
perceived organizational support. Hum. Resour. Manag. 51, 665-686. doi: 10.1002/
hrm.21493

Guan, X., and Frenkel, S. (2018). How HR practice, work engagement, and job
crafting influence employee performance. Chin. Manage. Stud. 12, 591-607. doi:
10.1108/CMS-11-2017-0328

Gupta, V., Agarwal, U. A, and Khatri, N. (2016). The relationships between
perceived organizational support, affective commitment, psychological contract
breach, organizational citizenship behavior, and work engagement. J. Adv. Nurs. 72,
2806-2817. doi: 10.1111/jan.13043

Haines, V. Y,, Jalette, P, and Larose, K. (2010). The influence of human resource
management practices on employee voluntary turnover rates in the Canadian non-
governmental sector. Ind. Labor Relat. Rev. 63, 228-246. doi:
10.1177/001979391006300203

Hair, J. E, Risher, J. J., Sarstedt, M., and Ringle, C. M. (2019). When to use and
how to report the results of PLS-SEM. Eur. Bus. Rev. 31, 2-24. doi: 10.1108/
EBR-11-2018-0203

Han, T. S., Chiang, H. H., and Chang, A. (2010). Employee participation in
decision making, psychological ownership, and knowledge sharing: mediating role
of organizational commitment in Taiwanese high-tech organizations. Int. J. Hum.
Resour. Manag. 21, 2218-2233. doi: 10.1080/09585192.2010.509625

Hasan, M. M., Parven, T., Khan, S., Mahmud, A., and Yajuan, L. (2018). Trends
and impacts of different barriers on Bangladeshi RMG industry’s sustainable
development. Int. Res. J. Bus. Stud. 11, 245-260. doi: 10.21632/irjbs

Henseler, J., Ringle, C. M., and Sarstedt, M. (2015). A new criterion for assessing
discriminant validity in variance-based structural equation modeling. J. Acad. Mark.
Sci. 43, 115-135. doi: 10.1007/s11747-014-0403-8

Homans, G. C. (1961). Social Behavior. New York: Harcourt, Brace, and World.

Hoque, I., and Shahinuzzaman, M. (2021). Task performance and occupational
health and safety management systems in the garment industry of Bangladesh. Int.
J. Workplace Health Manag. 14, 369-385. doi: 10.1108/[JWHM-09-2020-0169

Hoque, M. F, Zaman, A, and Bose, T. K. (2021). Why exporting is still the main
international business mode from emerging economies? Evidence from institutional
perspectives on the exporting RMG sector of Bangladesh. Int. J. Export Marketing
4, 178-204. doi: 10.1504/IJEXPORTM.2021.115287

Hossain, G., and Mahmood, M. (2018). Employee turnover in the garment
industry in Bangladesh: an organization-level perspective. South Asian J. Hum.
Resour. Manage. 5, 129-149. doi: 10.1177/2322093718791368

Hossan, C. G., Sarker, M. A. R, and Afroze, R. (2012). Recent unrest in the RMG
sector of Bangladesh: is this an outcome of poor labour practices? Int. J. Bus.
Manage. 7, 206-218. doi: 10.5539/ijbm.v7n3p206

Hulland, J. (1999). Use of partial least squares (PLS) in strategic management
research: a review of four recent studies. Strateg. Manag. J. 20, 195-204. doi: 10.1002/
(SICI)1097-0266(199902)20:2

Hur, W. M., Moon, T. W,, and Choi, W. H. (2021). The role of job crafting and
perceived organizational support in the link between employees’ CSR perceptions
and job performance: a moderated mediation model. Curr. Psychol. 40, 3151-3165.
doi: 10.1007/s12144-019-00242-9

Ilgen, D., and Davis, C. (2000). Bearing bad news: reactions to negative
performance feedback. Appl. Psychol. 49, 550-565. doi: 10.1111/1464-0597.00031

Imran, M. Y, Elahi, N. S., Abid, G., Ashfaq, F, and Ilyas, S. (2020). Impact of
perceived organizational support on work engagement: mediating mechanism of
thriving and flourishing. J. Open Innovation Technol. Market Complexity 6, 82-100.
doi: 10.3390/joitmc6030082

Janssen, O., and Van Yperen, N. W. (2004). Employees' goal orientations, the
quality of leader-member exchange, and the outcomes of job performance and job
satisfaction. Acad. Manag. J. 47, 368-384. doi: 10.5465/20159587

Kalemci, R. A., Kalemci-Tuzun, I., and Ozkan-Canbolat, E. (2019). Employee
deviant behavior: role of culture and organizational relevant support. Eur. . Manag.
Bus. Econ. 28, 126-141. doi: 10.1108/EJMBE-11-2018-0125

Katou, A. A., Budhwar, P. S., and Patel, C. (2021). Line manager
implementation and employee HR attributions mediating mechanisms in the
HRM system—organizational performance relationship: a multilevel and
multipath  study. Hum. Resour. Manag. J. 31, 775-795. doi:
10.1111/1748-8583.12327

Kee, D. M. H,, and Chung, K. S. (2021). Perceived organizational injustice, job
satisfaction, organizational commitment, and turnover intention: a study of MNCs
in Malaysia. Int. J. Bus. Soc. 22, 1047-1065. doi: 10.33736/ijbs.3781.2021

Khattak, M. N., Khan, M. B., Fatima, T., and Shah, S. Z. A. (2019). The underlying
mechanism between perceived organizational injustice and deviant workplace
behaviors: moderating role of personality traits. Asia Pac. Manag. Rev. 24, 201-211.
doi: 10.1016/j.apmrv.2018.05.001

Frontiers in Psychology

15

10.3389/fpsyg.2022.837481

Khoreva, V., and Wechtler, H. (2018). HR practices and employee performance:
the mediating role of well-being. Empl. Relat. 40, 227-243. doi: 10.1108/
ER-08-2017-0191

Kim, K. Y., Eisenberger, R., and Baik, K. (2016). Perceived organizational
support and affective organizational commitment: moderating influence of
perceived organizational competence. J. Organ. Behav. 37, 558-583. doi: 10.1002/
job.2081

Korsgaard, M. A., and Roberson, L. (1995). Procedural justice in performance
evaluation: The role of instrumental and non-instrumental voice in performance
appraisal discussions. J. Manag. 21, 657-669.

Latorre, E, Guest, D., Ramos, J., and Gracia, E J. (2016). High commitment HR
practices, the employment relationship and job performance: a test of a mediation
model. Eur. Manag. J. 34, 328-337. doi: 10.1016/j.emj.2016.05.005

Latorre, E, Ramos, J., Gracia, F. J., and Tomas, I. (2020). How high-commitment
HRM relates to PC violation and outcomes: the mediating role of supervisor support
and PC fulfillment at individual and organizational levels. Eur. Manag. J. 38,
462-476. doi: 10.1016/j.em;j.2019.12.003

Le, P. B,, and Lei, H. (2019). Determinants of innovation capability: the roles of
transformational leadership, knowledge sharing, and perceived organizational
support. J. Knowl. Manag. 23, 527-547. doi: 10.1108/JKM-09-2018-0568

Lee, G., and Jimenez, B. S. (2011). Does performance management affect job
turnover intention in the federal government? Am. Rev. Public Adm. 41, 168-184.
doi: 10.1177/0275074010368991

Litzky, B. E., Eddleston, K. A., and Kidder, D. L. (2006). The good, the bad, and
the misguided: how managers inadvertently encourage deviant behaviors. Acad.
Manag. Perspect. 20, 91-103. doi: 10.5465/amp.2006.19873411

Maalouf, M., Hasle, P,, Vang, J., and Hoque, I. (2019). “Sustaining lean in
organizations through the management of tensions and paradoxes” in Lean
Manufacturing: Implementation, Opportunities and Challenges. eds. F. Silva and L.
C. Ferreira (New York, NY: Nova Science Publishers).

Maan, A. T., Abid, G., Butt, T. H., Ashfaq, F, and Ahmed, S. (2020). Perceived
organizational support and job satisfaction: a moderated mediation model of
proactive personality and psychological empowerment. Future Bus. J. 6, 1-12. doi:
10.1186/543093-020-00027-8

McClean, E., and Collins, C. J. (2011). High-commitment HR practices, employee
effort, and firm performance: investigating the effects of HR practices across
employee groups within professional services firms. Hum. Resour. Manag. 50,
341-363. doi: 10.1002/hrm.20429

Mohammad, T., Darwish, T. K., Singh, S., and Khassawneh, O. (2021). Human
resource management and Organisational performance: the mediating role of social
exchange. Eur. Manag. Rev. 18, 125-136. doi: 10.1111/emre.12421

Mostafa, A. M. S., Gould-Williams, J. S., and Bottomley, P. (2015). High-
performance human resource practices and employee outcomes: the mediating role
of public service motivation. Public Adm. Rev. 75, 747-757. doi: 10.1111/puar.12354

Nasurdin, A. M., Hemdi, M. A., and Guat, L. P. (2008). Does perceived
organizational support mediate the relationship between human resource
management practices and organizational commitment? Asian Acad. Manage. J. 13,
15-36.

Nazir, S., Shafi, A., Atif, M. M., Qun, W,, and Abdullah, S. M. (2019). How
organization justice and perceived organizational support facilitate employees’
innovative behavior at work. Employee Relations: Int. J., 1288-1311. (ahead-of-
print). doi: 10.1108/ER-01-2017-0007

Neves, P, and Eisenberger, R. (2012). Management communication and employee
performance: the contribution of perceived organizational support. Hum. Perform.
25, 452-464. doi: 10.1080/08959285.2012.721834

Pavlov, A., Mura, M., Franco-Santos, M., and Bourne, M. (2017). Modeling the
impact of performance management practices on firm performance: interaction
with human resource management practices. Prod. Plann. Control 28, 431-443. doi:
10.1080/09537287.2017.1302614

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., and Podsakoff, N. P. (2003).
Common method biases in behavioral research: a critical review of the literature
and recommended remedies. J. Appl. Psychol. 88, 879-903.

Preacher, K. J., and Hayes, A. E. (2008). Asymptotic and resampling strategies for
assessing and comparing indirect effects in multiple mediator models. Behav. Res.
Methods 40, 879-891. doi: 10.3758/BRM.40.3.879

Puffer, S. M. (1987). Prosocial behavior, noncompliant behavior, and work
performance among commission salespeople. J. Appl. Psychol. 72, 615-621. doi:
10.1037/0021-9010.72.4.615

Rahman, K. M., and Chowdhury, E. H. (2020). “Growth trajectory and
developmental impact of ready-made garments industry in Bangladesh” in
Bangladesh's Economic and Social Progress (Singapore: Palgrave Macmillan),
267-297.

frontiersin.org


https://doi.org/10.3389/fpsyg.2022.837481
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1002/hrm.21493
https://doi.org/10.1002/hrm.21493
https://doi.org/10.1108/CMS-11-2017-0328
https://doi.org/10.1111/jan.13043
https://doi.org/10.1177/001979391006300203
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1080/09585192.2010.509625
https://doi.org/10.21632/irjbs
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1108/IJWHM-09-2020-0169
https://doi.org/10.1504/IJEXPORTM.2021.115287
https://doi.org/10.1177/2322093718791368
https://doi.org/10.5539/ijbm.v7n3p206
https://doi.org/10.1002/(SICI)1097-0266(199902)20:2
https://doi.org/10.1002/(SICI)1097-0266(199902)20:2
https://doi.org/10.1007/s12144-019-00242-9
https://doi.org/10.1111/1464-0597.00031
https://doi.org/10.3390/joitmc6030082
https://doi.org/10.5465/20159587
https://doi.org/10.1108/EJMBE-11-2018-0125
https://doi.org/10.1111/1748-8583.12327
https://doi.org/10.33736/ijbs.3781.2021
https://doi.org/10.1016/j.apmrv.2018.05.001
https://doi.org/10.1108/ER-08-2017-0191
https://doi.org/10.1108/ER-08-2017-0191
https://doi.org/10.1002/job.2081
https://doi.org/10.1002/job.2081
https://doi.org/10.1016/j.emj.2016.05.005
https://doi.org/10.1016/j.emj.2019.12.003
https://doi.org/10.1108/JKM-09-2018-0568
https://doi.org/10.1177/0275074010368991
https://doi.org/10.5465/amp.2006.19873411
https://doi.org/10.1186/s43093-020-00027-8
https://doi.org/10.1002/hrm.20429
https://doi.org/10.1111/emre.12421
https://doi.org/10.1111/puar.12354
https://doi.org/10.1108/ER-01-2017-0007
https://doi.org/10.1080/08959285.2012.721834
https://doi.org/10.1080/09537287.2017.1302614
https://doi.org/10.3758/BRM.40.3.879
https://doi.org/10.1037/0021-9010.72.4.615

Rubel et al.

Rhoades, L., and Eisenberger, R. (2002). Perceived organizational support: a
review of the literature. J  Appl. Psychol. 87, 698-714. doi:
10.1037/0021-9010.87.4.698

Roberts, G. E., and Reed, T. (1996). Performance appraisal participation, goal
setting, and feedback: the influence of supervisory style. Rev. Public Personnel
Administration 16, 29-60. doi: 10.1177/0734371X9601600404

Robinson, S. L., and Bennett, R. J. (1995). A typology of deviant workplace
behaviors: a multidimensional scaling study. Acad. Manag. J. 38, 555-572. doi:
10.5465/256693

Robinson, S. L., and Greenberg, J. (1998). “Employees behaving badly:
dimensions, determinants, and dilemmas in the study of workplace deviance” in
Trends in Organizational Behavior. eds. C. L. Cooper and D. M. Rousseau, vol. 5
(Chichester, England: Wiley), 1-30.

Robinson, S. L., and O'Leary-Kelly, A. M. (1998). Monkey see monkey do: the
influence of workgroups on the antisocial behavior of employees. Acad. Manag. J.
41, 658-672. doi: 10.5465/256963

Rosen, C. C,, Levy, P. E., and Hall, R. J. (2006). Placing perceptions of politics in
the context of the feedback environment, employee attitudes, and job performance.
J. Appl. Psychol. 91, 211-220. doi: 10.1037/0021-9010.91.1.211

Rotundo, M., and Sackett, P. R. (2002). The relative importance of task,
citizenship, and counterproductive performance to global ratings of job
performance: a policy-capturing approach. J. Appl. Psychol. 87, 66-80. doi:
10.1037/0021-9010.87.1.66

Roy, R. (2020). Determinants of labor unrest in the Bangladesh readymade
garments industry. Int. . Adv. Eng. Res. Sci. 7, 22-29. doi: 10.22161/ijaers.75.4

Rubel, M. R. B, and Kee, D. M. H. (2015a). High commitment compensation
practices and employee turnover intention: mediating role of job satisfaction.
Mediterr. . Soc. Sci. 6:321. doi: 10.36941/mjss

Rubel, M. R. B,, and Kee, D. M. H. (2015b). Perceived fairness of performance
appraisal, promotion opportunity, and nurses turnover intention: the role of
organizational commitment. Asian Soc. Sci. 11, 183-197. doi: 10.5539/ass.
v11n9p183

Rubel, M. R. B,, Kee, D. M. H., Quah, C. H., and Rimi, N. N. (2017). Ethical
climate and employee turnover intention in the ready-made garment industry of
Bangladesh. Glob. Bus. Organ. Excell. 36, 61-73. doi: 10.1002/joe.21770

Rubel, M. R. B,, Kee, D. M. H., and Rimi, N. N. (2020). High-performance work
practices and medical professionals' work outcomes: the mediating effect of
perceived organizational support. J. Adv. Manage. Res. 18, 368-391. doi: 10.1108/
JAMR-05-2020-0076

Rubel, M. R. B., Kee, D. M. H., and Rimi, N. N. (2021). High commitment human
resource management practices and hotel employees' work outcomes in Bangladesh.
Glob. Bus. Organ. Excell. 40, 37-52. doi: 10.1002/joe.22089

Rubel, M. R. B,, Rimi, N. N,, Yusliza, M. Y., and Kee, D. M. H. (2018). High
commitment human resource management practices and employee service
behavior: trust in management as mediator. IIMB Manag. Rev. 30, 316-329. doi:
10.1016/j.iimb.2018.05.006

Saadeh, I. M., and Suifan, T. S. (2020). Job stress and organizational commitment
in hospitals: the mediating role of perceived organizational support. Int. J. Organ.
Anal. 28, 226-242. doi: 10.1108/IJOA-11-2018-1597

Saunders, M., Lewis, P, and Thornhill, A. (2003). Research Methods for Business
Students. Essex: Prentice Hall: Financial Times.

Sekaran, U., and Bougie, R. (2010). Research Methods for Busines. A Skill Building
Approach. 5th Edn. West Sussex, United Kingdom: John Wiley and Sons, Ltd,
Publication.

Sekaran, U, and Bougie, R. (2011). Business Research Methods: A skill-building
approach. Chichester, West Sussex, United Kingdom: John Wiley and Sons Ltd.

Shakir, N., Zamir, S., and Zamir, S. (2014). Impact of reward on Teachers'
performance at secondary level. J. Educ. Pract. 5, 107-112.

Shanock, L. R., Eisenberger, R., Heggestad, E. D., Malone, G., Clark, L.,
Dunn, A. M,, et al. (2019). Treating employees well: the value of organizational
support theory in human resource management. Psychol.-Manager J. 22, 168-191.
doi: 10.1037/mgr0000088

Shen, Y, Jackson, T., Ding, C., Yuan, D., Zhao, L., Dou, Y., et al. (2014). Linking
perceived organizational support with employee work outcomes in a Chinese
context: organizational identification as a mediator. Eur. Manag. J. 32, 406-412. doi:
10.1016/j.emj.2013.08.004

Shuck, B., Twyford, D., Reio, T. G., and Shuck, A. (2014). Human resource
development practices and employee engagement: examining the connection with
employee turnover intentions. Hum. Resour. Dev. Q. 25, 239-270. doi: 10.1002/
hrdq.21190

Snape, E., and Redman, T. (2010). HRM practices, organizational citizenship
behaviour, and performance: a multi-level analysis. J. Manag. Stud. 47, 1219-1247.
doi: 10.1111/j.1467-6486.2009.00911.x

Frontiers in Psychology

16

10.3389/fpsyg.2022.837481

Sommer, K. L., and Kulkarni, M. (2012). Does constructive performance feedback
improve citizenship intentions and job satisfaction? The roles of perceived
opportunities for advancement, respect, and mood. Hum. Resour. Dev. Q. 23,
177-201. doi: 10.1002/hrdq.21132

Suifan, T. S., Abdallah, A. B., and Al Janini, M. (2018). The impact of transformational
leadership on employees’ creativity: the mediating role of perceived organizational
support. Manag. Res. Rev. 41, 113-132. doi: 10.1108/MRR-02-2017-0032

Sultana, S., and Johari, H. (2022). HRM practices, impersonal trust and service
oriented OCB: an empirical evidence from Bangladesh. Asia-Pac. J. Bus.
Administration, (ahead-of-print). doi: 10.1108/APJBA-05-2021-0197

Talapatra, S., Uddin, M. K., Antony, J., Gupta, S., and Cudney, E. A. (2019). An
empirical study to investigate the effects of critical factors on TQM implementation
in the garment industry in Bangladesh. Int. J. Qual. Reliab. Manage. 37, 1209-1232.
doi: 10.1108/IJQRM-06-2018-0145

Teh, C.J., Boerhannoeddin, A., and Ismail, A. (2012). Organizational culture and
performance appraisal process: effect on organizational citizenship behavior. Asian
Bus. Manag. 11, 471-484. doi: 10.1057/abm.2012.4

Tremblay, M., Cloutier, J., Simard, G., Chénevert, D., and Vandenberghe, C.
(2010). The role of HRM practices, procedural justice, organizational support, and
trust in organizational commitment and in-role and extra-role performance. Int. J.
Hum. Resour. Manag. 21, 405-433. doi: 10.1080/09585190903549056

Tremblay, M., and Landreville, P. E. (2015). Information sharing and citizenship
behaviors: mediating the roles of empowerment, procedural justice, and perceived
organizational support. Int. J. Bus. Commun. 52, 347-368. doi:
10.1177/2329488414525459

Tuzun, I. K., and Kalemci, R. A. (2018). Workplace deviance and human resource
management relations: a case study of Turkish hotel employees. . Hum. Resour.
Hosp. Tour. 17, 137-153. doi: 10.1080/15332845.2017.1340740

Tziner, A., Fein, E. C., Sharoni, G., Bar-Hen, P., and Nord, T. (2010). Constructive
deviance, leader-member exchange, and confidence in appraisal: how do they
interrelate, if at all? Revista de Psicologia del Trabajo y de las Organizaciones 26,
95-100. doi: 10.5093/tr2010v26n2al

Ullah, N, Sunny, M. A,, and Rahuman, H. (2013). “Compliance management
practices on readymade garment industry in Bangladesh: an exclusive study,” in 9th
Asian Business Research Conference. Conference, BIAM Foundation, Dhaka, 1-9.
Available at: http://edupediapublications.org/journals/index.phBangladesh

Van Fleet, D. D., and Griffin, R. W. (2006). Dysfunctional organization culture:
the role of leadership in motivating dysfunctional work behaviors. J. Manag. Psychol.
21, 698-708. doi: 10.1108/02683940610713244

Vardi, Y. (2001). The effects of organizational and ethical climates on misconduct
at work. J. Bus. Ethics 29, 325-337. doi: 10.1023/A:1010710022834

Vatankhabh, S., Javid, E., and Raoofi, A. (2017). Perceived organizational support
as the mediator of the relationships between high-performance work practices and
counterproductive work behavior: evidence from airline industry. J. Air Transp.
Manag. 59, 107-115. doi: 10.1016/j.jairtraman.2016.12.001

Veth, K. N., Korzilius, H. P, Van der Heijden, B. I, Emans, B. J., and De
Lange, A. H. (2019). Which HRM practices enhance employee outcomes at work
across the lifespan? Int. J. Hum. Resour. Manag. 30, 2777-2808. doi:
10.1080/09585192.2017.1340322

Wabhid, I. S., and Hyams-Ssekasi, D. (2018). Impact of HPWS on employees'
performance within the Bangladeshi telecom sector. J. Global Bus. Adv. 11, 516-543.
doi: 10.1504/JGBA.2018.097181

Waseem, M. (2010). Relative importance of pay level satisfaction, career
development opportunities, and supervisor support in perceived organizational
support. J. Yasar Univ. 5, 3264-3277.

Wen, J., Huang, S. S., and Hou, P. (2019). Emotional intelligence, emotional labor,
perceived organizational support, and job satisfaction: a moderated mediation
model. Int. J. Hosp. Manag. 81, 120-130. doi: 10.1016/j.ijhm.2019.01.009

Wetzels, M., Odekerken-Schroder, G., and Van Oppen, C. (2009). Using PLS path
modeling for assessing hierarchical construct models: guidelines and empirical
illustration. MIS Q. 33:177. doi: 10.2307/20650284

Wu, S., Kee, D. M. H,, Li, D., and Ni, D. (2021). Thanks for your recognition, boss!
A study on how and when voice endorsement promotes job performance and voice.
Front. Psychol. 12:706501. doi: 10.3389/fpsyg.2021.706501

Yang, M., and Maresova, P. (2020). Adopting occupational health and safety
management standards: the impact on financial performance in pharmaceutical
firms in China. Risk Manage. Healthcare Policy 13, 1477-1487. doi: 10.2147/RMHP.
$261136

Yang, C., Zhang, W.,, Wu, S., Kee, D. M. H,, Liu, P,, and Deng, H. (2021).
Influence of chief executive officers' servant leadership on middle managers'
voice behaviors on employees' voice. Soc. Behav. Personal. Int. J. 49, 1-13. doi:
10.2224/sbp.9945

Zhu, Y. (2013). Individual behavior: in-role and extra-role. Int. J. Bus. Adm. 4,
23-27. doi: 10.5430/ijba.v4n1p23

frontiersin.org


https://doi.org/10.3389/fpsyg.2022.837481
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1037/0021-9010.87.4.698
https://doi.org/10.1177/0734371X9601600404
https://doi.org/10.5465/256693
https://doi.org/10.5465/256963
https://doi.org/10.1037/0021-9010.91.1.211
https://doi.org/10.1037/0021-9010.87.1.66
https://doi.org/10.22161/ijaers.75.4
https://doi.org/10.36941/mjss
https://doi.org/10.5539/ass.v11n9p183
https://doi.org/10.5539/ass.v11n9p183
https://doi.org/10.1002/joe.21770
https://doi.org/10.1108/JAMR-05-2020-0076
https://doi.org/10.1108/JAMR-05-2020-0076
https://doi.org/10.1002/joe.22089
https://doi.org/10.1016/j.iimb.2018.05.006
https://doi.org/10.1108/IJOA-11-2018-1597
https://doi.org/10.1037/mgr0000088
https://doi.org/10.1016/j.emj.2013.08.004
https://doi.org/10.1002/hrdq.21190
https://doi.org/10.1002/hrdq.21190
https://doi.org/10.1111/j.1467-6486.2009.00911.x
https://doi.org/10.1002/hrdq.21132
https://doi.org/10.1108/MRR-02-2017-0032
https://doi.org/10.1108/APJBA-05-2021-0197
https://doi.org/10.1108/IJQRM-06-2018-0145
https://doi.org/10.1057/abm.2012.4
https://doi.org/10.1080/09585190903549056
https://doi.org/10.1177/2329488414525459
https://doi.org/10.1080/15332845.2017.1340740
https://doi.org/10.5093/tr2010v26n2a1
http://edupediapublications.org/journals/index.phBangladesh
https://doi.org/10.1108/02683940610713244
https://doi.org/10.1023/A:1010710022834
https://doi.org/10.1016/j.jairtraman.2016.12.001
https://doi.org/10.1080/09585192.2017.1340322
https://doi.org/10.1504/JGBA.2018.097181
https://doi.org/10.1016/j.ijhm.2019.01.009
https://doi.org/10.2307/20650284
https://doi.org/10.3389/fpsyg.2021.706501
https://doi.org/10.2147/RMHP.S261136
https://doi.org/10.2147/RMHP.S261136
https://doi.org/10.2224/sbp.9945
https://doi.org/10.5430/ijba.v4n1p23

Rubel et al.

Appendix

10.3389/fpsyg.2022.837481

Goal and Participation

Perceived Organizational Support

I can discuss my performance goals with my supervisor

My organization shows great concern for me

I can talk to my supervisor about the goals that I want to pursue in my career

My organization extends help to perform my job in the best way

I can openly discuss work-related problems with my supervisor

Help is available when I have a problem

I can have an influence on how my performance goals were designed

My organization takes pride in my success at work

My supervisor expects more of me when we set goals together

My organization cares about my opinion

My supervisor and I jointly develop my performance goals

In-role Behavior

Performance Appraisal

I perform all those tasks that are required of me

My supervisor rates my performance objectively

I fulfill responsibilities as specified in the job description

If I perform well, it is reflected in my performance appraisal

I meet formal performance requirements

The performance appraisal process in my organization is free from bias

I adequately complete all of the expected tasks

The performance appraisal in my organization is based on factual information

Extra-role Behavior

The performance appraisal in my organization is verifiable

I voluntarily assist my colleagues, even if it means going beyond job requirements

Performance Feedback

T often go above and beyond the call of duty when serving in the organization

I receive timely feedback on my performance

Irun the extra mile to help my colleagues

I receive an adequate amount of feedback on my performance

Deviant Behavior

My supervisor tells me what I do wrong

I come to work late or leave early

My supervisor provides clear feedback on my performance

1 work slow and withhold efforts at work

My supervisor provides frequent feedback on my performance

I take excessive breaks during working hours

Performance Reward

T have trouble showing up for meetings or work

Rewards are given to the employees who perform

Employees are appropriately rewarded based on performance

T understand how my pay relates to my performance

Performance is used to determine a potential salary increase

Performance is used to determine a potential promotion opportunity
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