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&N 71 B JE + i ( high commitment” human re-
source practices ) X} 1 Iﬁ%ﬁfiﬁﬁﬁifﬁ[m . X
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BARITARRIE D, B B BB HA
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EHEM R T —E XA,

A SCIEE N AME SRR W B At B, A B
B S R BN BEIRAE S A B A 51 T4t
MR RBEAEZN LW, BB 6 HHSFR
HE T & TBOR 1 1 R $E R AR R A9 2R 4. 0
RO TIRBIHATARAMA], BITFE &K FRHHRA
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Table 1 Factor analysis result for human resource management practices
; R
4 H 1 2 3 4 5 6 7
HREFLEEAFHEEL, ARMREINASESES 0.87 0.13 0.03 0.04 | -0.11 | -0.05 0.13
BRARHER EE R TR 0.87 | -0.11 0.08 | -0.06 0.11 0.02 | -0.09
SR M A AL, A RIS IEE S 0.83 0.09 0.19 | -0.03 | -0.04 0.01 0.08
2 A BRI ISR EER 2 A T ARKHTE 0.75 | -0.07 0.01 0.12 0.04 | -0.04 | -0.20
ARIEAR TREWET R BRI 0.01 0.90 | -0.03 | -0.13 0.07 | -0.15 0.04
AR EM BRSNS EERE 0.01 0.70 0.00 | -0.08 | -0.09 0.34 | -0.22
ARMEMNEEAL ERER THEMFEER 0.00 0.67 0.14 0.12 0.13 | -0.06 | -0.10
SEFEMA R, ARIMEMEFRS -0.02 0.60 0.15 0.29 0.00 0.23 0.02
23 A 24 R TR ULE S  THEREE 0.09 | -0.06 0.85 | -0.01 | -0.04 0.06 0.06
AR H B TRGEHE R TEFSE 0.17 0.16 0.68 0.16 0.00 0.07 0.11
ARSHRTRIE SN TERE 0.03 0.09 0.67 | -0.01 0.20 | -0.18 | -0.23
ROAFEEEES R TRHHES b/ fbe TE -0.07 | -0.03 0.08 0.86 0.02 0.07 | -0.12
ATITESTE TR R MR R LA {747 B R TARE S FI2GE 0.03 | -0.07 0.20 0.78 | -0.22 0.17 | -0.06
R AFAHERRAFL R R 0.19 | -0.04 | -0.02 0.64 0.28 0.13 0.20
VFHEBEHAT, LHEA 0.04 0.09 | -0.06 0.62 | -0.01 | -0.18 | -0.11
RIS S HRETRA EEHR 0.27 0.17 | -0.10 0.50 0.14 0.10 0.40
R E3EH, RYAFRERAD -0.05 | -0.03 | -0.05 0.00 0.83 0.03 | -0.09
RUAAASBENEFFEETRS B A 0.02 0.09 0.14 | -0.06 0.80 0.04 0.09
SHIRE, RO A T FHMR T -0.15 | -0.04 0.06 0.02 0.06 0.64 | -0.02
AEIBRIMASHRE 0.24 0.21 | -0.06 0.17 | -0.06 0.60 0.21
ARER THFRLBEEE 0.29 0.11 | -0.05 | -0.02 0.09 0.54 | -0.26
Bilf— WA\ B4 B ISR AY e B R 4 0.41 0.00 [ -0.10 0.00 0.08 0.53 | -0.13
A T A B L T 48T e 0 59 % 0 B e 0.09 0.07 | -0.02 0.32 0.06 0.03 | -0.63
WAV B PRZ B9 5 T4 48T R 9 59 56 R A Bl 0.05 0.14 0.12 | -0.01 0.11 0.17 | -0.60
PEIA RO R T, WIEE &0 R THRE 0.14 0.26 | -0.24 0.29 0.08 | -0.06 | -0.52
FRAEME (AERERE(E) 8.16 2.18 1.94 1.43 1.27 1.15 1.07
BN TER(%) 32.63 8.71 7.76 5.70 5.08 4.60 4.27
BRI BN ER(%) 32.63 | 41.34 | 49.09 | 54.80 | 59.88 | 64.48 | 68.75
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B4 54 :0.89,0.81,0.73,0.81,0.77,0.85,0.73.
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KRAREN SR IEAHRRER SE1T 0. MIZEASCH,
HEETPEAWR TR EER, BERA A E
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W R EMA T EEEEEPPER THEE
A AR AR S5l LA R4 FE FIBUR
B W FR IR B AE T A< SCBT 4 il B 3% — I & T ELRE Y
P BHER MRS S P E AL B TR A TRIEE
BLiELp

TE Hersberg SN R IS R Y
— ARG HA 7 A S R E S —2
B AR R R, S, A TEM TIERE
B THEQRBE . R T . R T MiHlix 5 4
AREYR T R TP A R TAERIAE TG RS
T, A XFRZ R A 1 B 08 AR A 4 i ( human re-
source hygiene practices, HRHPs ). [&) B}, 51 T %
I IBRD  Fe A3 7 4 i R B0 R o B TS AR
K A ANKRITH B, AR FRZ AN TR
Fh #5 i ( human resource motivation practices,
HRMPs) . 13 4% Hersberg 38, 3 P 25 2 15 1
XF 53 TR BRR BE i X B T e 2
T2 3 A R BRI PR A ¥ RS TR
JRXF B3 Tl 455 4 AN ] 532 e D R R A S B Y 4
B SHFIX — 548 B (moderator ) YE AT, BRI 16
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Eisenberger % & B, (A TH @iy &> 58

B AL 35 IE [ AH 1. Eisenberger 2577 A
R, 80 - FIRAE BB AR S T
Ve RS RS Z B B A B L X R,
MATHANECHE N T/ESAI ML AR
Jil, BU S RN B AW 2 5, R TR &
PREFOE R, BUS &) TAESRL. R, 24850
B A LT FK ARG ET , LR R K RIS
HRAEEEENERNYREmE %, E8F
By 5 TREZ B X R T BRI, B X
HAWBEAG S, R THEAF R OMIINE
F, ZHRATEY A, IR R T80 MR,
A B H L SR K E R B B, A0 5 T 44t
STE )BTRS R, FE X R T, FH M L A
FiXE AN FHEAARBIERCEABRTHE
FIFREE, 51 T SE 77 T M 75 SR B B /D, X e
T A S E A R B E RS R THMM
YER. B2 rT BB BIAH R IRCR. T B, B  F8F)
EXLEAMERU R R AEESHISS B TR7ERM TAE
AL PRI N B B 2H R S K R B
A ST IR RIS B TE A A B

fRigZ2 BEAFIMAR TS ARG
e A BEAE R B T NG

Bi% 2a YA AHA B EN, AAKR
TARBERE I B L ASOE R EE ST
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BT NSRRI,
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ANTTER IR B FEA R B AT R R By T XF 21 4R
FERIHE A ] B/ B T T, T X Se S A ) AR B AR 2
B TIGF T LA BRI RT R & 4. ERGEI A
HA TR KR, B DA b X SO IR 35 544 o8 oK 9%
RREOLT , B LR MR M EAET, I
BHAN R T B S EREFRZERBHRERAE
Xt 52 453408 1R 15 B 1E T R . T AR RN B B 4
AT FKEREN, R TREANTRELH L, it
MMAGHEERESZETROHE. AAX R
TITANERE KA TOE E—BIRA 11 89 AL i
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M A AR W R T ASL.

Rig 3a MBI AR ZFRE, A ¥
EBIAE AT 1 LA A BRROE 152 f A2 B (R T
TGN B P R ST H K TR I A 0 DR R R T
FITA NG R T EE .

2.1 X

AIREAALSE 176 £k B HE & ShET
B/ ARML AAESBEMHEBTEANR. K
R AR TR ARFE R ERT
FEEET L. K BEHEI7T A, Lt 75 A4 A
PEA B ANTHE R 29 B (SD =5.19),
FHTAEFR N 4.59 F(SD =4.28) , HEF KF
FHEREL L.

2.2 WEITAR

RANBIWHLA LRl 8 MEH AR
N E ) 2 S F5F PR 2 (5] 45 (survey of perceived
organizational support; SPOS) f4 & =, BRA 3 5l
T2 BN B 9 4 21 3§ Eisenberger 2B 57 R
BN AR T HRERIGEER 0877 %
B R AP CARTE Chen FHHF TP EH, RIEE R
0.911°) BRI T LA A 4 120 T Bt T L8 . A
E X SCRART IS TR (o =0.84).

N TG IR AR - R LR BER EER, 5
RTHEI R TRA TERRSRE L E R
R CHELRBE . B TH M 5 TRIHRI% 7 4
BEHATIE. X7 M EESERONB SR
¥4y 5 4.0.93,0.74,0.77,0.85,0. 76,0. 82,
0. 81. {#i A LISRELS8. 53 %t 176 2§ 1 448447
BAEEE RS XA R BB T 6
B FHre s £ o500 :x° K 610. 42, i R

201, & Z b2 2. 1,CFI 25 0.95,NNFI 25 0. 95,
RMSEA 3 0.076. LA FHIFEEEART &K, B
AT LK A BRI TR 40 o N D B AR A
TN B U STl e P R 2K

RTER A HIME T B LS S E
BB X R TAE % S8 T & 4 SO Tsui
LU MER (0 =0.96) , FESHHIZERF X
B 13 B 2k 0. 891, A X {# A Van Scotter 5
Motowidlo!®! MIEESMEE(a=0.94). FHESE
fiff Al I RSV R SR B R Ay
0. 871 iy T 3 S FRIVR IR 3 , 4 St BT B 3
FERGHGT R THATEN T 4. R 5 5
RS NI — B R 505 0.92.
2.3 EHEE

A SCHUR R 43 = BH 04 0 i R B AN B
TR ZH R it PR AN B A A 4 SR R LS
me] , {E 2% JECE A] BB A7 AR H M AR S X R AR B A
ma, R TR R AR MR VR B R R
B LAEEIR 5 1 AR paE iz &, LUHER ]
XF A LA A BT IR0
2.4 ERGW

1) RS ITE R

R2METHAZERMNE TERHEXR
. ADBEIER T MEEER R A R IERE
HREFEMMBE RSB RS AR E. T
N BEIRAE TR I RN B 28 ) B R e - R )
MHA S TR Z B 7 B E K (R R B 3
0.56,0.81,0.57,0. 45,0. 38,0. 43,0.69,0. 73,
0.70). MBI MWAAIFEREES MR
(0.16) , 5SS BUEARXA R (0.00).

®2 ERHHE.FEAHEXREY

Table 2 Mean, SD, and correlation coefficients for variables

B35y BiE | & 1 2 3 4 5 6 7 8 9
TR 29.08 |5.191
TR IR 4.59 |4.849 0.765**
TR 1.44 |0.497 0.011 -0.037
TRER M 1.37 |0.642 0.359**| 0.406°*| 0.098
TRETRE 3.73 |10.798 | - 0.026 | - 0.195*| - 0.038 | 0.054
MR TERRER | 3.01 [0.780 | - 0.134 | -0.028 | - 0.237* 0.163" | 0.658*"
ANTSHR R | 3.08 |0.520 0.022 0.089 | -0.152%0.175* | 0.808** | 0.704**
BAFIHSF | 3.07 10.598 | - 0.074 | - 0.003 | - 0.187% 0.173* | 0.6838*" | 0.730** 0.704*
5538 3.58 |0.707 0.070 0.128 - 0.170"% 0.091 0.044 0.044 - 0.004 | 0.004
S 3.67 10.545 | - 0.078 | - 0.070 | - 0.101 | 0.126 0.042 0.127 0.057 | 0.157*| 0.697*1

T AERTEO.01 KF EREF(URKE) , © AHRTE0.05 KF EEE(DEKY).



#2M 3k

MESE : ARG A LU A 53 T 500 B o

— 125 —

2) BONEN B 4 A 3THE L T B YR RS A
B TER [E] ) 5 Hr s R

3B A IR B BN B B H A
RPN R THT0H [l IR 73 M 45 2R s AR50 2 AT
NS5 IR BEARBE R HE T ) B TR BRI A X
FEHME RSN EER WAL B E. R 1
Beihds. AR 3 A MR B HRA T FSES
GULHIR RN L E, AR5 3CHR[29 | 55 R AR
—H BARMAA L SHERESHARKRE

GRS E[19] B IES AR B AL

Fr 5 ABREAT A0 B X R A —B A 4 [1
IG5 A3 B VR A SR AR R R i 5 K
MBI AR TR BRGNS &
WA EAER. B RS AREE R A S
EHAEAL. WHES SR AR =0.03(P <0. 1), %t
TEES, AR =0.04(P <0.05) &% 2.3 5%
XHE

®31 BANNELAIH ANKRREERENR IHAMNEENTER(N=176)

Table 3 Regression analysis result for POS, human resource management practices, and employee performance( N =176)

59 HEB

S HiA KR
1 2 3 4 1 2 3 4
FRAER -0.06 | -0.06 | -0.06 | -0.04 | -0.10 | -0.08 | -0.09 -0.08
g | TRIEFR 0.18 0.19 0.19 0.17 -0.05 -0.03 0.00 -0.02
% TR#ER -0.16* | -0.15 | -0.15 -0.12 | -0.10 | -0.08 | -0.07 -0.03
B FTREM 0.05 0.05 0.05 0.04 0.19" 0.17+| 0.16 + 0.15 +
TRHEERE 0.12 0.13 0.14 0.11 0.18* 0.20" 0.25*" 0.22*"
NSRBI R 0.08 0.06 0.07 0.13 -0.01 0.01
,3% AR BRI -0.12 -0.15 -0.12 -0.11 -0.25" -0.24*
" BB R AR 0.05 1.32* 0.33** 1.80""
ANITBE R T > . )
% | mamamass 0.2 0.24
1 Aonvemm s x s e

BRHBIAH RS

B FE 1.96+ | 1.58 1.39 1.67+| 2.78* 2.20* 2.88** 312
R 0. 06 0.07 0.07 0.10 0. 08 0.09 0.13 0.17
FrfEss 0.70 0.70 0.70 0. 69 0.52 0.52 0.51 0.51

tE: +p<0.1,"p<0.05; **p<0.01; *** p <0.001.

3) ANRBEEHEAR S BRMB AL
REAERIER

A SO TR SRR AT 0 T 1 T 1A T B
S BB H AR B R AR L, %
R A7 PR B S 1 5 RN B A A
RXEERAMSHEKEMEEFELER, GRS
TR B R —EL

AR &5 3 R A 95 BUR G SRS, A

BEUR R 5 B B M R S R s BAE R O Tl
FAR).

AN IR IS5 B B S E
TEFRIESRILIE 1A 2. YA B AR ZFK
PR, N B IR AR AR X R TS K R
RIH—EWIEAR; AR BRMBHHA
KRR, A7 SRR R E XY R TS
KARFANTHHER.
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Fig.1 The interaction betweem HRHPs and POS on task peformance
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Fig.2 The interaction effect betweem HRHPs and POS on contextual peformance
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RIS %, X8k A s U8 U5 R It A9 4 S
RESE AR B E Al 5 LB e MR B L T 5y
T RORTHMITITEE. SR, XS
BABMHAATHHXBRERE (v KT
0.4). R, 20 215X 28 77 T AR T LAt ol
W8, B B TR BN AR KRR
ZEASER R, NG URE B X
TAGREE BE N HERW. BRI ERNE
HARH AR ERE B R ARG AR A
PRI EAEAE IR ) AR 0N IR
HRGRLH R BRI T A S BEE 9 0 8 3K
B2, BRA ) BE R 8 5 /R T 51 TR A8
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Fig.3 The interaction effect betweemn HRHPs and POS on task peformance
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Effect of organizational support on resource management practices and
employees’ performance
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Abstract.: The relationship among perceived organizational support, human resource management practices
and individual performance is discussed in two studies. Data from joint venture, state-owned as well as private
owned companies are analyzed through the methods of EFA, CFA, and hierarchical regression analysis. The
resulls indicate that human resource management practices in these companies can be classified into two cate-
gories ;: hygiene and motivation factors. Hygiene factor includes employee benefits, job environment, job secu-
rity, employee compensation, and employee care; motivation factor includes employee training and career de-
velopment. The results of regression further indicate that when POS is low, hygiene practices have positive
effect on employee performance; motivation practices have negative effect. When POS is high, hygiene prac-
tices have negative effect on employee performance; motivation practices have positive effect.

Key words: human resource management practices; perceived organizational support; employee performance



