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Abstract- Incorporating the strategic human resource management 

research with teaching staff views of their performance. In this 

study, it proposed that the human resource management practices 

of a high-performance work system enhance teacher performance 

in the school context. However, the integration of Helping 

Behaviour as a mediator between HPWS and Teacher 

performance encourage teachers to engage in cooperative 

behaviors among their colleagues and the students who are 

essential in achieving its superior performance. The results based 

on the data from six education district in Lagos State Nigeria. The 

322 teachers significantly embraced the proposed theoretical 

framework and enliven the effect of a teacher helping behavior on 

high-performance work system and teacher performance adopting 

Structural Equation Modelling (SEM) analysis. Results of the 

analysis revealed that collective teacher Helping Behaviour 

moderated the link between HPWS and Teacher Performance 

indirectly. Consequently, HPWS directly influenced the teacher 

performance. 

 

Index Terms- Helping Behaviour, High-Performance Work 

System (HPWS), SHRM, Teacher Performance 

 

I. INTRODUCTION 

he continuous expeditious change that rocks the Economic 

environment globally is characterized to reshape customers, 

investors’ demands, and high increasing product-market 

competitions. However, in order to compete successfully in this 

environment, organizations need continuous improvement of their 

performance by reducing costs, innovating products and 

improving quality of their products. Meanwhile, human resources 

are considered to be one of the most valuable resources of today’s 

establishment. The way of managing employee is becoming more 

significant because many other sources of competitive success are 

less potent to meet up the market challenges. Therefore new 

mechanism should be developed as a tool for human resource 

management and strategy. 

           This paper examines the relationship that might exist 

between high-performance work system (HPWS) of strategic 

Human Resource practice and teacher effectiveness. Researchers 

of strategic human resource management (SHRM) has found a 

positive relationship between high-performance work systems 

(HPWS) and employee performance (Boxall & Macky, 2016; 

Combs, Liu, Hall, & Ketchen, 2006). However, the introduction 

of a teacher helping behavior paradigm in the education ministry 

might facilitate inner drive of the individual that enhance quality 

performance. 

           The researcher contest that helping behavior is one of the 

important missing factors within the school system among the 

teaching staff and likewise the policy makers within the ministry.  

The amalgamation of HR systems and employee helping behavior 

could offer a more coherent understanding of how helping can be 

exploited in various circumstances. Strategic HR researchers such 

as Collins & Smith (2006) proclaim that through appropriate HR 

systems, organizations can influence employees’ behaviors and 

build social capital as a potential source of competitive. Based on 

this discussion, the researcher proposed the hypothesized model 

and hypothesis for this study as shown in Figure 1. 

T 
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Figure 1: Hypothesised Model of the Study. 

 

II. HIGH-PERFORMANCE WORK SYSTEM (HPWS) 

           Early before now, organizations are facing increased 

competitive challenges due to globalization, rapid technological 

advancement, greater innovation, demands for higher quality 

product and customer service, the risks and rewards of managing 

a diverse workforce.  To meet up with these challenges and sustain 

a competitive advantage; organizations must combine human 

resource (HR) practices into an overall High-Performance Work 

Systems (HPWS) that enhances employee involvement and 

performance. According to Datta, Guthrie & Wright (2005), 

organizations that use HPWSs or systems of HR practices 

designed to enhance staff competencies, motivation, and 

performance associated with lower employee turnover, higher 

labor productivity, and improved overall organization 

performance. 

           Also, it has been introduced into literature as a bundle of 

HR practices which are being used in different combinations 

according to culture, climate and business strategies of the 

organization. HR practices shape the employee’s behavior and 

attitude toward the organization strategies and goals (Guzzo & 

Noonan, 1994). These practices are known by various names 

according to their use and circumstances like (a) High-

performance Management (b) high involvement management(c) 

high commitment management (Hegan, 2006). The revolution in 

workplace gives more popularity of HPWS, reflecting the 

increasing number of the organization taking proactive steps to 

apply some form of HPWS (Nadler, 1992) and it also develops a 

psychological link between employees and employer by creating 

trust in each other (Arthur, 1994; Pfeffer, 1996).  

           HPWS is a combination of HR practices such as skill 

training, compensation policy, and workforce participation that 

complement organizational work structures and processes. It also 

maximizes responsibility, compliance, and adaptability of 

employees (Bohlander & Snell, 2010). HPWSs focus on 

systemization of the interrelated parts of an organization that 

complements one another to accomplish the goals of the 

organization. So, the HPWS elements can have a direct influence 

on teacher performance. At the same time, the effect could be 

another way round through helping behavior as the mediator 

variables. The combination of these variables can also have a 

positive effect on teacher performance which will result to reshape 

school performance in general. 

           The investigation has shown that there is a relationship 

between HRM practices and organizational outcomes such as 

organizational performance, productivity, financial performance, 

innovation and employees’ turnover (Huselid, 1995). It was noted 

that larger organizations are more likely to engage in best practice 

selection, due to the associated costs of selection as a best practice, 

often meaning that the smaller organization is unable to meet the 

required costs of meeting the best practice selection requirements 

(Johnson, 2000). It is interesting to note, however, that even 

though there are significant costs associated with recruiting and 

selecting the most appropriate employee for the job, long-term, 

costs that could be saved due to making optimal appointments that 

are important, and could thus outweigh any initial costs associated 

with finding an appropriate employee.  

           Besides, the recruitment channels that are selected to locate 

the employee often have a significant bearing on his caliber and 

the organization. Decisions must be made as to whether an agency 

is used, or whether methods including newspaper advertisements, 

professional magazine advertising, internet recruitment, or 

headhunting locally, nationally or internationally are utilized for 

example. This decision will impact on the resulting appointment 

and therefore must carefully be considered to ensure the most 

appropriate appointees are selected. 

           Therefore, training should be packed in more 

comprehensive and goal-oriented manner that should be more than 

a reference to the specific operational task. The development of 

employees in multiple ways is a method for instilling commitment, 
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as feedback of this undertaking can be felt through the employees 

improved performance. So, the enactment of effective training and 

development within an organization is highly essential for her 

goals to be realized (Enz & Siguaw 2000). 

 

III. SHRM AND TEACHER PERFORMANCE 

           Over the years, studies linked HRM practices and employee 

job performance, a larger number of researchers, was conducted 

on different parameters of the various countries (Munjuri, 2011; 

Boon, Den Hartog, Boselie, 2011; Karatepe, 2013, Sattar, Ahmad 

& Hassan, 2015; Hassan, 2016). Most of their investigations 

showed a significant impact of SHRM practices on the 

performance of employees. Teacher performance is linked directly 

to School organizational performance. Therefore, successful 

school organizations consider the HRM practices as a crucial 

factor that directly affects the teachers’ performance. 

           The practices of SHRM structure is a magnificent tool that 

can play a vital role in enhancing various HR practices. Inadequate 

staff recruitment, lack of training and weak compensation schemes 

for excellent job performance are determinants part of employees 

performance and their engagement at the workplace (Zheng and 

Lamond, 2010). On the other hand, Andrew and Sofian, (2012) 

cited that various SHRM practices such as freedom of 

performance, teamwork, engagement, and compensation also 

provide the placement of motivated and competent employees. 

Therefore, the intervention of SHRM are interrelated with the 

organizational development which largely contributes towards 

high levels of productivity and high-quality performance in 

organizations. 

 

IV. TEACHER HELPING BEHAVIOUR 

           The advancement intensity on the need for partnership, 

participation and the combination of joint-effort is highly critical 

in every organization for the effectiveness of interpersonal 

behaviors among employees (Griffin, Neal, & Parker, 2007; Ilgen 

& Pulakos, 1999).   Moreover, likewise, the increasing 

globalization necessitates the sharing of information, products, 

and services, across cultures. Such sharing mostly builds upon 

employees’ cooperation and their wiliness to help each other 

propelling the organization attains the set targets. Hence, helping 

behavior is an inevitable entity that is strongly needed in 

organizational success.  Helping behavior is among significant 

determinant success of the group and organizational performance 

(Podsakoff, Whiting, Podsakoff & Blume, 2009; Podsakoff, 

MacKenzie, Paine, & Bachrach, 2000). 

           Moreover, has become more important in light of 

movement toward greater employee involvement, while  Boxall & 

Macky (2009) observe it as interactive work structures and human 

resource flexibility within organizations. However, the helping 

behavior involves actions by which individuals positively affect 

others. Inaddition, Becker & Huselid (2011), have suggested a 

need to understand better HR systems’ influence on employees 

and relationships formed among them and also argued that HR 

systems may affect employees’ climate perception by 

symbolically signaling and directly communicating key 

organizational norms and values. Aside from that, the crucial 

aspect of HR systems most directly upon employees in a collective 

manner, since their responsibility is to manage the potential 

resources of the organization. 

           Also, empirical evidence also shows that employees are 

inclined to engage in extra-role, contextual performance if they 

perceive a high level of support from the organization (Rhoades & 

Eisenberger, 2002). For example, Piercy, Cravens, Lane, and 

Vorhies (2006) showed that salespersons’ perceptions of the 

organization's concern for them could predict their performance. 

Extending Piercy et al. from the individual level of analysis to the 

unit level of analysis, then it can be proclaimed that once a shared 

perception about the unit's concern for employees is formed at the 

unit level, then a shared reciprocal obligation will emerge at the 

unit level. Which will induce not only in-role collective service 

performance but also collective employee behaviors to contribute 

above the call of duty and engage in helping behavior toward 

coworkers. 

           Summarily, it has argued that the HR practices of an HPWS 

can facilitate dual climates of concern for customers and at the 

same time concern for employees, which in turn may encourage 

employees to engage in service performance and helping behavior 

that is essential for achieving superior teacher performance. The 

hypothesized model is rooted from the insight that HPWS and 

teacher performance could be influenced indirectly through 

helping behavior. Therefore, the researcher proposed the 

following hypothesis: 

Proposed Hypothesis 

H1: HPWS would be significantly related to teacher helping 

behavior. 

H1b: HPWS would be significantly related to teacher helping 

behavior. 

H2: Teacher helping behavior would be substantially related to 

teacher performance. 

 

V. RESEARCH METHODOLOGY 

           This study is a  quantitative survey using a questionnaire to 

get the opinion of government secondary schools teachers in 

Lagos State. Also, it can reach a significant number of people in a 

relatively quick amount of time and with minimal expenditure.The 

purpose of the survey was to provide adequate information on the 

perceptions of the teachers in Lagos State public schools regarding 

the role of how teacher helping behavior as a mediator variable 

can promote their job performance and HPWS respectively.  

 

VI. DATA ANALYSIS PROCEDURES 

           The researcher makes use of CFA to test whether each of 

the measurement items stipulated could load significantly onto the 

latent constructs they belong. Moreover, also to determine whether 

each construct was empirically distinct from the other. Also, 

James, Mulaik, & Brett, (2006) suggested that Structural equation 

modeling was employed to provide a better balance of statistical 

power, that can simultaneously test both paths from an 

independent variable to a mediator. Moreover, likewise from the 

mediator to the dependent variable to examine the relationships 

proposed in the research model. 
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VII. DEMOGRAPHIC DATA 

           Data are collected directly from the teachers working in the 

government school Lagos state Nigeria. A total 410 respondents 

from the teacher were collected out of 600 questionnaires 

distributed among the six districts. However, 322 samples were 

fully answered of which 88 of respondents were rejected due to 

incomplete fill out of questionnaires. Finally, 322 samples are 

found suitable for analysis in this study. 

           Male respondents comprised of 25.5%, which means 82 of 

the total respondents, and female employees contributed 74.5% 

that is 240 of the total respondents. The study revealed that 

Majority of the participants (35.01%) had been employed for more 

than five years. 32.06% of employees had 6-10years of work 

experience while 11.05% had 11-15% years of work experience. 

7.05% of respondents had their experience of work between 16-

20years. However, 4.0% have been employed between 21-25years 

while those with 26-30years of experience are 6.2%. Additionally, 

1.06%, .06%, and .09% have their work experience between 31-

35years, 36-40years and 41years above respectively. Furthermore, 

Out of 322 respondents, 187 were B.Ed/HND graduates, 99 were 

Diploma/OND/NCE graduate while only 36 had M.ED. 

Unfortunately, none of the interviewees had Doctoral Degree. 

More so, out of the total sample surveyed, 69.03% of teachers 

were within 1-5years of training, 24.5% of respondents were 

within the age category of 6-10 years; 3.1% were within the range 

of 11-15 years; 1.9% and 1.2% were within the group of 16-20 and 

21years and above respectively. 

 

VIII. RELIABILITY AND VALIDITY OF THE QUESTIONNAIRE 

           The validity of the questionnaire was tested using 

Exploratory Factor Analysis (EFA). The results of EFA indicated 

that three underlying factors, namely, HPWS, a teacher helping 

behavior as well as teacher performance as predicted. 30 items 

consist the three factors. The inter-correlation among the items 

tested the starting of EFA as indicated by anti-image matrices 

showed that all the elements correlations between themselves 

more than .857.Additionally, The Kaiser-Meyer-Olkin measure of 

sampling adequacy was .930, indicating the suitability of the data 

for EFA. Bartlett's Test of Sphericity was revealed to be 

statistically significant (p = .000), which indicates the satisfactory 

correlation between the items.  

           Meanwhile, the total variance of three factors explained 

56.744% which showed that the items were able to measure 

HPWS which include (Staffing, Training, and Compensation), 

Teacher Helping Behaviour and teacher performance.  The highest 

Eigenvalue was obtained by the first factor of 10.840, while the 

other two factors showed the values of 1.7563 and 1.618, 

respectively. The majority of communaities estimates for each of 

the items were greater than .68.  

           The rotated component matrix exhibited three solid 

components. The first element of HPWS was represented by the 

fourteen items indicating loadings ranging from .499 to 830 and 

explained 37.880% of the total variance. The second component 

of teacher behavior was represented by the four items showing 

loadings from .556 to .791 and explained 7.451% of the total 

variance. The last component of teacher performance was 

represented by the twelve items and demonstrated loadings 

ranging from .972 to .426 and explained 7.052% of the total 

variance. 

 

IX. MEASUREMENT MODEL 

           After the assessment of the EFA, a measurement model of 

each construct was examined by reviewing the estimated factor 

loadings for statistical significance and by examining the 

composite reliability and the variance extracted from that 

construct. However, each of the measurement items specified 

could load significantly onto the latent constructs with which they 

were associated and each construct which ranges from (.46 to .80) 

as shown in Figure 2. 

           The results of CFA indicated that the hypothesized three-

factor model fit the data well (χ2 = 59.855, df = 32, p = .002 < 

.005, RMSEA = .055, GFI = 963, AGFI = 936, NFI = .951, RFI = 

.931, CFI = .976, TLI = .966 and CFI = .976) this findings indicate 

that the model possesses adequate discriminate validity. The 

results of the correlation matrix of the latent variables suggests a 

relatively high level of correlation coefficient between HPWS and 

Teacher Performance (r = .89).as well as the Teacher Helping 

Behaviour which indicator mediator between HPWS and Teacher 

Performance (r = .80) and (r = .80) respectively indicating that the 

relationship between each indicator variable and its respective 

latent variable was statistically significant (p < .01) suggesting that 

constructs used in this study were distinct. 
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Figure 2: CFA Measurement Model of the Hypothesized Model 

 

X. STRUCTURAL EQUATION MODELLING (SEM) 

           The employment of structural equation modeling provides 

a better balance of statistical power by simultaneously testing both 

paths from an independent variable to a mediator and from the 

mediator to the dependent variable (MacKinnon, Lockwood, 

Hoffman, West, & Sheets 2002) to examine the relationships 

proposed in the research model. Therefore, the structural model 

was assessed by adding the predicted paths to the measurement 

model. A direct path from HPWS to teacher performance is 

indicating that part of the causal effect of HPWS on the teacher 

performance and a mediation effect of Teacher helping behavior 

through HPWS and teacher performance. The hypothesized 

research model in Figure 3 achieved an acceptable fit with this 

data (χ2 = 59.855, df = 32, GFI = .963, AGFI = .936, NFI = .951, 

RFI = .931, IFI =.976, TLI = .966, CFI = .976 and RMSEA = 

.052). 

http://dx.doi.org/10.29322/IJSRP.10.11.2020.p10774
http://ijsrp.org/


International Journal of Scientific and Research Publications, Volume 10, Issue 11, November 2020              772 

ISSN 2250-3153   

  This publication is licensed under Creative Commons Attribution CC BY. 

http://dx.doi.org/10.29322/IJSRP.10.11.2020.p10774    www.ijsrp.org 

 
Figure 3: Path Model of the Hypothesized Model 

 

           In examining the structural parameter estimates, a strong 

positive relationship was found between the measure of HPWS 

and teacher performance (γ = .80, p < .001) as well as a strong 

positive relationship between the measure of HPWS and helping 

behaviour (γ = .57, p < .001) was statistically significant thus 

supporting Hypotheses 1 and 1b. Besides, it was found that the 

coefficients of the path from Teacher helping behaviour to teacher 

performance was also significant (γ = .54, p = < .001), therefore 

supporting Hypotheses 2. 

           The correlations estimate for structural equations was .888 

for both HPWS and Teacher Performance, .803 for HPWS and 

Teacher Helping Behaviour as well as .797 for teacher 

performance and helping behavior, suggesting that the variance of 

all the variables were moderate as specified in the model as shown 

in Table 1. 

 

Table 1:  Correlations Estimate 

 

   
Esti

mate 

HPWS 
<--

> 

TEACHER_PERFORM

ANCE 
.888 

HPWS 
<--

> 

TEACHER_HELPING_

BEHAVIOUR 
.803 

TEACHER_PERFO

RMANCE 

<--

> 

TEACHER_HELPING_

BEHAVIOUR 
.797 

 

 

XI. DISCUSSION OF THE STUDY 

           To assess indirect relationships between HPWS and teacher 

performance, teacher helping behavior was introduced a mediator 

variables to test its effect on teacher performance.  The results of 

the Structural Equation Model suggested that the relationship 

between HPWS and teacher performance cannot be only 

directional, but there are also indirect relationships that exist 

between them and helping behavior. Base on structural equation 

model result, it was observed that the direct effect on teachers 

performance and HPWS manifest it is, but effects through helping 

behavior. 

           According to the findings, the HPWS strongly facilitate 

helping behavior and enhances teachers’ performance. The 

findings also suggest that teachers helping behavior attitude 

subsequently promotes students’ knowledge, student performance 

and promote positive school climate. After that, it is quite obvious 

that the teacher helping behavior as a mediator variable stands a 

significant role in teacher performance.  

           Zhang & Morris (2013) test the mediator role of an 

employment outcome and found in their research a relationship 

that exists between high-performance work systems (HPWS) and 

organizational performance through the mediating effect of 

employee outcomes. Their paper is based on a sample of 168 firms 

of six ownership types and in various business sectors operating 

in China. The results of the research supported that Organizational 

performance is positively predicted by HPWS and employee 

outcomes, while employee outcomes positively mediate the 
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relationship between HPWS and organizational performance. This 

finding highlighted the significance of strategic human resource 

management practices because adoption of work performance 

system features individually, might not be effective for achieving 

the institutional goals. 
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