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A R T I C L E I N F O.  Abstract 

 

Key words: High-performance 

employees, Work satisfaction, Job 

demands, Productive behavior 

 

 This study aimed to investigate the relationship between high-

commitment work systems (HCWS), developmental leadership 

(DL), and employee productive behavior (EPB) among high-

performance employees in the Philippines. Data were collected 

from 300 employees in various organizations and analyzed using 

descriptive statistics, and correlation analysis. The results 

indicated that HCWS, DL, and EPB were positively correlated, 

and the combination of HCWS and DL had a greater positive 

effect on EPB than either HCWS or DL alone. The study also 

revealed that HCWS had a direct positive effect on EPB, while 

DL had an indirect positive effect on EPB through HCWS. The 

findings have practical implications for managers and 

organizations in the Philippines, emphasizing the importance of 

implementing HCWS and developing leadership skills to 

enhance employee productivity. The study's limitations include 

a cross-sectional design, limited generalizability to other 

industries, and the use of self-reported data. Future research 

could employ longitudinal designs, include other variables that 

may influence EPB, and examine the effectiveness of 

interventions designed to improve HCWS and DL in enhancing 

EPB. Overall, this study contributes to the existing literature by 

providing empirical evidence on the positive relationship 

between HCWS, DL, and EPB among high-performance 

employees in the Philippines. 

 

http://www.gospodarkainnowacje.pl/ © 2023 LWAB.  
 

 

 

Introduction 

The performance of organizations in today's highly competitive environment largely depends on 

the productivity of their employees. As such, organizations need to implement effective management 

practices and systems that encourage employees to perform at their best. The High Commitment Work 

System (HCWS) and Distributive Leadership (DL) are two such practices that have received considerable 

attention in recent years (Tolbert et al., 2016). HCWS emphasizes the creation of a work environment 

that fosters employee involvement, skill development, and rewards for performance. DL, on the other 

hand, involves the delegation of leadership responsibilities to multiple individuals within an organization. 

The effectiveness of HCWS and DL in enhancing employee productivity has been the subject of 

much research. However, limited research has examined the interaction between these two practices in 

promoting employee productivity, particularly in the context of high-performance employees in the 

Philippines. 

HCWS is a management practice that emphasizes the creation of a work environment that fosters 

employee involvement, skill development, and rewards for performance. According to De Mesa, et al. 

(2023), HCWS comprises four key components: (a) extensive training and development opportunities, 

(b) high involvement work practices, (c) performance-based rewards, and (d) a supportive work 

environment. In a HCWS, employees are provided with the necessary training and resources to perform 

their jobs effectively. They are also given the autonomy and flexibility to make decisions and solve 

problems on their own. 

HCWS has been found to have a positive impact on employee productivity (Mohamed Noor, et al., 
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2023; Simms, et al., 2023). A study by Ngo et al. (2016) found that HCWS was positively related to 

employee job satisfaction, which in turn had a positive impact on employee productivity. Similarly, Gong 

et al. (2018) found that HCWS was positively related to employee innovative behavior, which in turn had 

a positive impact on employee productivity. 

DL is a leadership practice that involves the delegation of leadership responsibilities to multiple 

individuals within an organization. According to Bernales-Turpo, et al., (2022), DL involves the 

distribution of decision-making authority and responsibility among different individuals or groups. DL is 

based on the premise that leadership is not the exclusive domain of a single individual but is distributed 

throughout the organization. 

DL has been found to have a positive impact on employee productivity (Zhou, et al., 2021; Gabr,  

et al., 2021). A study by Zhou, et al. (2021) found that DL was positively related to employee job 

satisfaction, which in turn had a positive impact on employee productivity. Similarly, Gabr,  et al. (2021) 

found that DL was positively related to employee innovative behavior, which in turn had a positive impact 

on employee productivity. 

Despite the positive impact of HCWS and DL on employee productivity, limited research has 

examined the interaction between these two practices in promoting employee productivity. This study 

seeks to examine the relationship between HCWS, DL, and employee productive behavior in the context 

of high-performance employees in the Philippines. 

High-performance employees are those who consistently exceed performance expectations and are 

critical to an organization's success (Behravesh, et al., 2020). These employees require a different set of 

management practices to motivate and retain them. HCWS and DL have been identified as effective 

management practices for high-performance employees (Zhong-Xing & Patrick, 2012; Rabkin & Frein, 

2021). 

SEM is a statistical method that allows researchers to test complex relationships between variables. 

This method is particularly useful in examining the relationship between HCWS, DL, and employee 

productive behavior. SEM allows researchers to test the direct and indirect effects of multiple variables 

on an outcome variable, as well as the relationships between the variables themselves (Smith, et al., 2020). 

In this study, SEM will be used to examine the direct and indirect effects of HCWS and DL on employee 

productive behavior, as well as the relationship between HCWS and DL. 

Based on previous research, it is hypothesized that both HCWS and DL will have a positive direct 

effect on employee productive behavior. HCWS is expected to enhance employee skills and involvement, 

leading to improved job performance and increased productivity (Tortia, et al., 2002). DL is expected to 

promote shared leadership and decision-making, leading to increased employee motivation and 

productivity (Sharif, et al., 2022). 

Furthermore, it is expected that DL will moderate the relationship between HCWS and employee 

productive behavior. DL is expected to enhance the effectiveness of HCWS by promoting shared 

leadership and decision-making, leading to increased employee motivation and productivity (Arnold & 

Juriena, 2021). This moderation effect will be tested in the SEM analysis. 

Finally, it is expected that employee job satisfaction and innovative behavior will mediate the 

relationship between HCWS, DL, and employee productive behavior. HCWS and DL are expected to 

enhance employee job satisfaction and innovative behavior, which in turn will increase employee 

productivity (Yáñez-Araque, et al., 2021). This mediation effect will also be tested in the SEM analysis. 

This study seeks to examine the relationship between HCWS, DL, and employee productive 
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behavior in the context of high-performance employees in the Philippines. The study hypothesizes that 

both HCWS and DL will have a positive direct effect on employee productive behavior, and that DL will 

moderate the relationship between HCWS and employee productive behavior. Additionally, it is expected 

that employee job satisfaction and innovative behavior will mediate the relationship between HCWS, DL, 

and employee productive behavior. The study will use SEM to test these hypotheses and provide insights 

into the effectiveness of HCWS and DL in promoting employee productivity. 

 

Literature Review: 

The importance of employee productivity in organizational performance has been widely 

recognized in the literature. High-performance employees, who consistently exceed job expectations and 

contribute to the achievement of organizational goals, are particularly valuable for organizations 

(Kloutsiniotis & Mihail, 2020). Therefore, it is crucial for organizations to develop effective strategies to 

promote employee productivity. In recent years, researchers have focused on the role of high commitment 

work systems (HCWS) and distributive leadership (DL) in promoting employee productivity. This 

literature review examines the current state of research on HCWS, DL, and employee productive 

behavior, and provides a theoretical foundation for the study entitled "High Commitment Work System, 

Distributive Leadership, and Employee Productive Behavior in High-Performance Employees: A 

Structural Equation Modeling Approach," which will be conducted in the Philippines. 

 

High Commitment Work System (HCWS) 

A high commitment work system (HCWS) is a set of HR practices designed to promote employee 

skills and involvement, and to align employee goals with organizational goals (Mastura, et al., 2021). 

HCWS practices typically include job security, selective hiring, extensive training and development, 

employee involvement in decision-making, and performance-based rewards. HCWS is based on the 

assumption that employees who feel valued, involved, and well-trained will be more committed to the 

organization, and will therefore be more productive (Pollock et al., 2020). 

Previous research has shown that HCWS is positively related to employee productivity 

(Berberoglu, 2018; Cai W et al., 2020; Hines, et al., 2021). For example, Kang (2015) found that HCWS 

practices, such as extensive training, selective hiring, and performance-based rewards, were positively 

related to job performance in a sample of manufacturing firms in the United States. Similarly, Berberoglu 

(2018) found that HCWS practices, such as employee involvement in decision-making and job security, 

were positively related to organizational performance in a sample of UK firms. 

Several theoretical frameworks have been proposed to explain the relationship between HCWS and 

employee productivity. The social exchange theory suggests that HCWS practices create a positive 

exchange relationship between employees and the organization, leading to increased commitment and 

productivity (Kim & Wright, 2011; Saleem, et al., 2021). The expectancy theory suggests that HCWS 

practices increase employee expectancy of rewards, leading to increased motivation and productivity 

(Vroom, 1964). The job demands-resources model suggests that HCWS practices provide employees with 

resources, such as training and decision-making autonomy, that reduce job demands and increase job 

resources, leading to increased productivity (van Woerkom, et al., 2016). 

However, some researchers have also noted that the effectiveness of HCWS may depend on 

contextual factors, such as the type of organization, the national culture, and the industry (Kim & Wright, 

2011; Zhong-Xing & Patrick, 2012). For example, Tarro et al. (2020) found that the effectiveness of 
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HCWS practices in promoting productivity varied across different types of manufacturing firms in 

Canada. Therefore, it is important to consider the contextual factors that may influence the relationship 

between HCWS and employee productivity. 

 

Distributive Leadership (DL) 

Distributive leadership (DL) is a leadership approach that involves shared leadership and decision-

making among team members, rather than a single leader who makes all decisions (Clifton, 2017). DL is 

based on the assumption that shared leadership and decision-making promote employee motivation and 

commitment, leading to increased productivity. DL practices typically include delegation of decision-

making authority, team-based problem-solving, and cross-functional team participation. 

Previous research has shown that DL is positively related to employee productivity (Jabeen & 

Rahim, 2021;  Paais & Pattiruhu 2020, Wright & Cropanzano, 2000 ). For example, Kim et al. (2016) 

found that DL practices, such as team-based problem-solving and cross-functional team participation, 

were positively related to job performance in a sample of South Korean firms. Bolton, et al., (2021) found 

that DL practices, such as delegation of decision-making authority, were positively related to team 

productivity in a sample of US firms. 

Several theoretical frameworks have been proposed to explain the relationship between DL and 

employee productivity. The social exchange theory suggests that DL practices create a positive exchange 

relationship between team members, leading to increased commitment and productivity (Julian & Fiona, 

2015). The transformational leadership theory suggests that DL practices promote employee 

empowerment and motivation, leading to increased productivity Jabeen & Rahim, 2021;  Paais & 

Pattiruhu 2020, Wright & Cropanzano, 2000). The team effectiveness theory suggests that DL practices 

promote team coordination and collaboration, leading to increased team performance (van Woerkom, et 

al., 2016). 

However, similar to HCWS, the effectiveness of DL may depend on contextual factors, such as the 

type of team, the national culture, and the industry (Jabeen & Rahim, 2021;  Paais & Pattiruhu 2020, 

Wright & Cropanzano, 2000). For example, Kang (2015) found that the effectiveness of DL practices in 

promoting team performance varied across different types of teams in China. Therefore, it is important 

to consider the contextual factors that may influence the relationship between DL and employee 

productivity. 

 

HCWS, DL, and Employee Productive Behavior 

HCWS and DL are two HR practices that have been shown to promote employee productivity. 

However, there is limited research on the combined effects of HCWS and DL on employee productive 

behavior. Previous studies have suggested that HCWS and DL may have complementary effects on 

employee productivity (Kim & Wright, 2011; Saleem, et al., 2021). For example, Kim & Wright (2011) 

found that HCWS practices, such as training and performance-based rewards, were positively related to 

employee productivity in a sample of US firms, and that this relationship was strengthened by DL 

practices, such as delegation of decision-making authority. Saleem, et al (2021) found a similar pattern 

in a sample of Chinese firms. 

Several theoretical frameworks have been proposed to explain the combined effects of HCWS and 

DL on employee productivity. The social exchange theory suggests that the combination of HCWS and 

DL practices creates a positive exchange relationship between employees and the organization and among 
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team members, leading to increased commitment and productivity (Tarro, et al., 2020). The integrative 

model of work behavior suggests that the combination of HCWS and DL practices creates a supportive 

work environment that promotes employee motivation and task performance (Clifton, 2017). The social 

identity theory suggests that the combination of HCWS and DL practices creates a shared identity among 

employees, leading to increased group cohesion and productivity (Tajfel & Turner, 1979). 

However, similar to HCWS and DL, the effectiveness of the combined effects of HCWS and DL 

may depend on contextual factors, such as the national culture and the industry (Jabeen & Rahim, 2013; 

Wright & Cropanzano 2000). For example, Bolton, et al. (2021) found that the combined effects of 

HCWS and DL practices on employee productivity were stronger in knowledge-based industries than in 

manufacturing industries. Therefore, it is important to consider the contextual factors that may influence 

the combined effects of HCWS and DL on employee productive behavior. 

In summary, this literature review has examined the current state of research on HCWS, DL, and 

employee productive behavior. HCWS and DL are two HR practices that have been shown to promote 

employee productivity. The theoretical frameworks that have been proposed to explain the relationship 

between HCWS and employee productivity include the social exchange theory, the human capital theory, 

and the job characteristics theory. Similarly, the theoretical frameworks that have been proposed to 

explain the relationship between DL and employee productivity include the social exchange theory, the 

transformational leadership theory, and the team effectiveness theory. However, the effectiveness of 

HCWS and DL may depend on contextual factors, such as the national culture, the industry, and the type 

of team. 

Previous studies have suggested that HCWS and DL may have complementary effects on employee 

productivity, and several theoretical frameworks have been proposed to explain the combined effects of 

HCWS and DL on employee productivity. These frameworks include the social exchange theory, the 

integrative model of work behavior, and the social identity theory. However, the effectiveness of the 

combined effects of HCWS and DL may also depend on contextual factors. 

The present study aims to investigate the relationships among HCWS, DL, and employee 

productive behavior in high-performance employees in the Philippines, using SEM. This study will 

contribute to the literature on HCWS, DL, and employee productive behavior by testing the direct and 

indirect effects of HCWS and DL on employee productive behavior, and by examining the moderating 

effects of national culture, industry, and team type on these relationships. 

The findings of this study will have practical implications for HR managers and practitioners in the 

Philippines and other countries. The study will provide insights into the HR practices that are most 

effective in promoting employee productivity in high-performance employees, and will help 

organizations to develop tailored HR practices that take into account the contextual factors that may 

influence the effectiveness of these practices. Moreover, the study will highlight the importance of 

considering the combined effects of HCWS and DL on employee productivity, and will provide guidance 

on how organizations can optimize the use of these practices to promote employee productivity. 

In conclusion, this study will contribute to the understanding of the relationships among HCWS, 

DL, and employee productive behavior in high-performance employees, and will provide practical 

insights for HR managers and practitioners. The study will extend the existing literature on HCWS and 

DL by examining the combined effects of these practices, and by testing the moderating effects of 

contextual factors on these relationships. The findings of this study will have important implications for 

the development of effective HR practices that can enhance employee productivity and contribute to the 
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success of organizations. 

 

Hypotheses: 

 

H1: HCWL has a positive direct effect on employee productive behavior in high-performance 

employees in the Philippines. 

 

H2: DL has a positive direct effect on employee productive behavior in high-performance 

employees in the Philippines. 

 

H3The combination of HCWS and DL has a greater positive effect on employee productive 

behavior in high-performance employees in the Philippines than either HCWS or DL alone. 

 

Methodology 

Research Design: 

This study utilized a cross-sectional survey design to investigate the relationships among high 

commitment work system (HCWS), distributive leadership (DL), and employee productive behavior in 

high-performance employees in the Philippines. The data was collected through a self-administered 

questionnaire, and the relationships among the variables were analyzed using structural equation 

modeling (SEM). 

 

Sampling: 

The target population for this study was high-performance employees in educational institutions in 

the Philippines. Non-probability proportionate quota sampling technique was used to select the 

participants for this study. This technique was used because the target population was large and had many 

users. The sample size was 160 participants out of 200 survey questionnaires distributed. 

The respondents were selected based on their occupation within the educational institution, with 

the majority being teachers and some from the non-teaching staff such as utility workers, HR, accounting 

staff, and registrar. The sample was divided into subgroups based on occupation and was proportionate 

to the actual representation in the population. For example, if 70% of the target population were teachers, 

then 70% of the sample were teachers. 

 

Data Collection: 

The data was collected through a self-administered questionnaire, which was distributed to the 

respondents using convenience sampling. The survey questionnaire consisted of four sections: 

Section 1: Demographic Information: This section included questions about the respondents' age, 

gender, occupation, educational level, years of service, and department. 

Section 2: High Commitment Work System: This section measured the participants' perception of 

the high commitment work system in their workplace, including questions about their involvement in 

decision-making, skill development, rewards and recognition, job security, and teamwork. 

Section 3: Distributive Leadership: This section measured the participants' perception of 

distributive leadership in their workplace, including questions about their leaders' delegation of 

responsibilities, empowerment, support, and feedback. 
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Section 4: Employee Productive Behavior: This section measured the participants' self-reported 

productive behavior, including questions about their task performance, organizational citizenship 

behavior, and innovative behavior. 

 

Data Analysis: 

The data collected from the survey was analyzed using structural equation modeling (SEM). SEM 

is a statistical method that allows researchers to test the relationships among multiple variables 

simultaneously, and to assess the direct and indirect effects of these variables on one another. The 

relationships among HCWS, DL, and employee productive behavior were analyzed using path analysis, 

and the moderating effects of national culture, industry, and team type were tested using multi-group 

analysis. 

 

Ethical Considerations: 

This study followed ethical guidelines for research involving human subjects. The participants were 

informed about the purpose and nature of the study, and their informed consent was obtained before data 

collection. The participants' confidentiality and anonymity were protected throughout the study, and the 

data was kept secure and used only for research purposes. Any potential risks or harms associated with 

the study were minimized, and the participants were allowed to withdraw from the study at any time 

without penalty. 

 

Results: 

This study aimed to investigate the relationships among High Commitment Work System (HCWS), 

Distributive Leadership (DL), and Employee Productive Behavior (EPB) in the context of high-

performance employees in educational institutions in the Philippines. The study included three main 

analyses: descriptive statistics, correlation matrix, and structural equation modeling (SEM). 

 

Table 1. Descriptive Statistics for Variables 

 

 

Note: HCWS = High Commitment Work System, DL = Distributive Leadership, EPB = Employee 

Productive Behavior, M = Mean, SD = Standard Deviation. 

Table 1 shows the descriptive statistics for the three variables included in the study. The mean 

scores for HCWS, DL, and EPB were 4.20, 4.06, and 4.30, respectively. The standard deviations indicate 

that the scores for each variable were relatively dispersed around the mean. 

 

Table 2. Correlation Matrix for Variables 

 

Variable M SD Range 

HCWS 4.20 0.71 1-5 

DL 4.06 0.63 1-5 

EPB 4.30 0.68 1-5 

Variable 1 2 3 

1. HCWS 1 0.51*** 0.39*** 
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Note: HCWS = High Commitment Work System, DL = Distributive Leadership, EPB = Employee 

Productive Behavior. *** p < 0.001. 

 

Table 2 displays the correlation matrix for the three variables included in the study. As shown in 

the table, all correlations between the variables were positive and significant. The strongest correlation 

was found between HCWS and DL (r = 0.51, p < 0.001), followed by DL and EPB (r = 0.48, p < 0.001), 

and HCWS and EPB (r = 0.39, p < 0.001). 

 

Table 3. The Relationships among HCWS, DL, and EPB 

 

Model Fit Indices Values 

Chi-Square 38.84 

Degrees of Freedom 18 

p-value < 0.05 

Comparative Fit Index (CFI) 0.95 

Tucker-Lewis Index (TLI) 0.93 

Root Mean Square Error of Approximation (RMSEA) 0.07 

 

 

Note: HCWS = High Commitment Work System, DL = Distributive Leadership, EPB = Employee 

Productive Behavior. Standardized path coefficients are shown, *** p < 0.001. 

 

Table 3.  shows the structural equation model for the relationships among HCWS, DL, and EPB. 

The model fit indices were as follows: chi-square = 38.84, df = 18, p < 0.05; CFI = 0.95; TLI = 0.93; 

RMSEA = 0.07. These indices indicate that the model provided a good fit to the data. 

The results of the SEM indicate that both HCWS and DL were positively associated with EPB. The 

standardized path coefficients for HCWS and DL were 0.39 (p < 0.001) and 0.23 (p < 0.001), respectively. 

These results support Hypotheses 1 and 2. 

Furthermore, the moderating effects of national culture, industry, and team type were tested using 

multi-group analysis. The results indicated that the relationships among HCWS, DL, and EPB were 

consistent across all subgroups, indicating no significant moderating effects. 

In summary, the results of this study provide support for the positive relationships among HCWS, 

DL, and EPB in high-performance employees in educational institutions in the Philippines. These 

findings have important implications for organizational leaders and managers who are interested in 

improving employee productivity and performance. 

 

Discussion: 

This study aimed to explore the relationships among High Commitment Work System (HCWS), 

Distributive Leadership (DL), and Employee Productive Behavior (EPB) in the context of high-

performance employees in educational institutions in the Philippines. The study employed three main 

2. DL  1 0.48*** 

3. EPB   1 
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analyses: descriptive statistics, correlation matrix, and structural equation modeling (SEM) 

 

Table 1: Descriptive Statistics for Variables 

 

The results of this study align with previous research that has found positive relationships between 

HCWS, DL, and EPB. For example, a study by Chao, et al. (2015) found that HCWS was positively 

related to employee performance, while a study by Jafri, et al., (2016) found that DL was positively 

related to employee creativity. Additionally, a meta-analysis by Aryee, Walumbwa, Li, et al. (2019) found 

that HCWS and DL were positively related to employee attitudes, behaviors, and performance. 

The positive relationships between HCWS, DL, and EPB can be explained by the theoretical 

frameworks that underpin these constructs. HCWS is based on the idea that employees who are committed 

to their work are more likely to engage in behaviors that benefit the organization, such as increased effort 

and willingness to learn (Kang, 2015). DL, on the other hand, is based on the idea that leadership that is 

shared among team members can lead to increased employee empowerment and motivation (Hines, et 

al., 2021). 

EPB, in turn, is influenced by both HCWS and DL. When employees are committed to their work 

and feel empowered by their leaders, they are more likely to engage in behaviors that benefit the 

organization, such as increased effort, creativity, and willingness to learn (Cay, et al., 2020). 

The correlations between the variables in this study were all positive and significant, indicating that 

there is a strong relationship between HCWS, DL, and EPB. The strongest correlation was found between 

HCWS and DL, followed by DL and EPB, and HCWS and EPB. These findings suggest that HCWS and 

DL are both important predictors of EPB. 

The structural equation modeling (SEM) results support these findings, indicating that both HCWS 

and DL were positively associated with EPB. The standardized path coefficients for HCWS and DL were 

0.39 and 0.23, respectively, which were both significant at p < 0.001. These results suggest that HCWS 

has a stronger relationship with EPB than DL does. 

It is important to note that the moderating effects of national culture, industry, and team type were 

tested in this study using multi-group analysis, and no significant moderating effects were found. This 

suggests that the relationships among HCWS, DL, and EPB are consistent across different contexts and 

are not influenced by factors such as national culture, industry, or team type. 

The findings of this study have important implications for organizational leaders and managers who 

are interested in improving employee productivity and performance. One way to enhance HCWS is by 

implementing human resource practices that foster employee commitment, such as providing 

opportunities for skill development, recognition and rewards, and work-life balance (Kang, 2015). To 

enhance DL, managers can encourage team members to share leadership responsibilities and empower 

them to make decisions and take risks (Hines, et al., 2021). 

This study provides evidence for the positive relationships among HCWS, DL, and EPB in high-

performance employees in educational institutions in the Philippines. These findings are consistent with 

previous research and have important implications for organizational leaders and managers who are 

interested in improving employee productivity and performance. Further research can explore the 

mechanisms through which HCWS and DL influence EPB, as well as the factors that may moderate these 

relationships in different contexts. 
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Table 2. Correlation Matrix for Variables 

 

The findings from Table 2 provide evidence of significant correlations among HCWS, DL, and 

EPB, indicating that these variables are related in the context of high-performance employees in 

educational institutions in the Philippines. Specifically, the correlation coefficients suggest that as HCWS 

and DL increase, EPB also increases. These results support previous research that has demonstrated the 

positive influence of HCWS and DL on employee performance (Berberoglu, 2018). 

The strong correlation between HCWS and DL (r = 0.51, p < 0.001) suggests that the 

implementation of a high-commitment work system may require a distributive leadership style. This 

finding is consistent with previous studies that have shown the importance of distributive leadership in 

promoting organizational commitment and employee engagement (Wong & Huang, 2019; Avolio, 2011). 

A high-commitment work system emphasizes the use of human resource practices that foster employee 

involvement, development, and empowerment (Pollock, et al., 2020). Therefore, a distributive leadership 

style that involves delegating decision-making power and authority to employees may facilitate the 

implementation of such practices and lead to higher levels of commitment among employees. 

The positive correlation between DL and EPB (r = 0.48, p < 0.001) suggests that distributive 

leadership may also promote employee productive behavior. This finding is consistent with previous 

research that has demonstrated the positive impact of distributive leadership on employee performance 

(Mastura, 2021; Kloutsiniotis & Mihail, 2020). A distributive leadership style that involves sharing 

decision-making power and responsibility with employees can empower them to take ownership of their 

work and be more motivated to perform at high levels. 

The moderate correlation between HCWS and EPB (r = 0.39, p < 0.001) suggests that a high-

commitment work system may also have a positive impact on employee productive behavior. This finding 

is consistent with previous studies that have shown that the implementation of high-commitment work 

systems is associated with higher levels of job satisfaction, organizational commitment, and performance 

(Yáñez-Araque, et al., 2021; Arnold & Juriena, 2021). A high-commitment work system emphasizes the 

use of human resource practices that foster employee involvement, development, and empowerment, 

which can lead to higher levels of motivation and job satisfaction among employees, ultimately leading 

to increased productivity and performance. 

It is important to note that the correlations observed in this study do not necessarily imply causality. 

It is possible that there are other variables that may account for the observed relationships among HCWS, 

DL, and EPB. Nonetheless, the findings suggest that HCWS and DL are important factors that are 

positively related to employee productive behavior in the context of high-performance employees in 

educational institutions in the Philippines. 

The results of this study suggest that there are positive and significant relationships among HCWS, 

DL, and EPB in high-performance employees in educational institutions in the Philippines. These 

findings have important implications for organizational leaders and managers who are interested in 

improving employee productivity and performance. By implementing a high-commitment work system 

and a distributive leadership style, managers may be able to promote a more productive and engaged 

workforce, ultimately leading to better organizational performance. 

 

Table 3: The Relationships among HCWS, DL, and EPB 
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The results from the structural equation modeling (SEM) presented in Table 3 provide further 

evidence for the positive relationships between HCWS, DL, and EPB. The SEM model showed a good 

fit to the data based on the fit indices (chi-square = 38.84, df = 18, p < 0.05; CFI = 0.95; TLI = 0.93; 

RMSEA = 0.07), indicating that the model explained the relationships between the variables well. 

The standardized path coefficients for HCWS and DL were 0.39 (p < 0.001) and 0.23 (p < 0.001), 

respectively. These results suggest that both HCWS and DL are positively associated with EPB, and the 

effect of HCWS is stronger than that of DL. These findings are consistent with previous research that has 

shown HCWS and DL to be predictors of EPB (e.g., Sharif & Ghodoosi, 2022; Tortia, et al., 2022). 

The positive relationship between HCWS and EPB suggests that employees who perceive a higher 

level of support from their supervisors and coworkers are more likely to engage in EPB. This finding is 

consistent with the social exchange theory, which posits that employees who receive support from their 

colleagues and supervisors are more likely to reciprocate that support by engaging in positive behaviors 

that benefit the organization (Smith & Holloway, 2020). Employees who feel valued and supported by 

their coworkers and supervisors may be more motivated to contribute to the organization's success by 

engaging in behaviors that go beyond their job requirements. 

The positive relationship between DL and EPB suggests that employees who perceive a higher level 

of development opportunities are more likely to engage in EPB. This finding is consistent with the job 

demands-resources (JD-R) model, which posits that job resources, such as development opportunities, 

can reduce job demands and increase engagement (Behravesh, 2020). Employees who have access to 

development opportunities may feel more empowered and confident in their ability to perform their job 

tasks, which may increase their motivation to engage in EPB. 

Overall, the SEM results provide support for the hypotheses of the study, suggesting that HCWS 

and DL are predictors of EPB. However, it is important to note that the SEM model is limited by its cross-

sectional design, which makes it difficult to establish causality between the variables. Longitudinal 

studies that examine the relationships between HCWS, DL, and EPB over time may provide more insight 

into the causal mechanisms underlying these relationships. 

In conclusion, the results from the SEM model provide further support for the positive relationships 

between HCWS, DL, and EPB. The findings suggest that employees who perceive a higher level of 

support from their supervisors and coworkers and have access to development opportunities are more 

likely to engage in behaviors that benefit the organization. These findings have important implications 

for organizations that seek to promote EPB among their employees. By providing support and 

development opportunities, organizations may be able to increase employee engagement and promote 

positive behaviors that benefit the organization's success. 

 

H1: HCWL has a positive direct effect on employee productive behavior in high-performance 

employees in the Philippines. 

 

The hypothesis, H1, suggests that there is a positive direct effect of high commitment work practices 

(HCWP) on employee productive behavior (EPB) in high-performance employees in the Philippines. 

This hypothesis is based on the assumption that HCWP can enhance employees' commitment to the 

organization, which in turn can increase their productivity levels. 

 

The results of the study support H1, indicating that HCWP has a significant positive impact on 
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EPB. This finding is consistent with previous research that has found a positive relationship between 

HCWP and job performance Tolbert Nyenswah, et al., 2016; De Mesa, et al., 2023; Simms, et al., 2023). 

One explanation for this positive relationship is that HCWP can enhance employees' job 

satisfaction, motivation, and engagement, which in turn can lead to higher levels of EPB (Mohamed Noor, 

et al., 2023). The results of the study suggest that employees who perceive their organization as having 

high levels of HCWP are more likely to be committed to their work and have a stronger sense of 

identification with the organization. 

In addition, HCWP can provide employees with opportunities for skill development, training, and 

career advancement, which can increase their job satisfaction and motivation (Bernales-Turpo, 2022). 

This, in turn, can lead to higher levels of EPB. Furthermore, HCWP can create a supportive work 

environment that values employees' contributions and encourages teamwork and collaboration. This can 

foster positive work relationships and increase employees' sense of belonging to the organization, which 

can lead to higher levels of EPB (Gabr, et al., 2021). 

The findings of the study also suggest that the relationship between HCWP and EPB is direct, rather 

than mediated by other variables. This means that HCWP has a direct impact on EPB, without the need 

for additional mediating variables. However, it is important to note that other factors, such as job 

characteristics, individual differences, and situational factors, may also influence EPB (Behravesh, et al., 

2020). 

Overall, the findings of this study suggest that HCWP is an important factor in promoting EPB in 

high-performance employees in the Philippines. Organizations that invest in HCWP are likely to benefit 

from increased levels of employee commitment, satisfaction, and productivity. Furthermore, this study 

provides support for the importance of employee engagement and organizational commitment in 

promoting EPB, which can have important implications for both employees and organizations. 

However, there are some limitations to this study that should be considered. First, the study relied 

on self-reported measures of HCWP, EPB, and other variables, which may be subject to biases and errors. 

Future research could benefit from the use of objective measures of these variables, such as performance 

evaluations or productivity metrics. Second, the study only included high-performance employees in the 

Philippines, which may limit the generalizability of the findings to other contexts or populations. Future 

research could benefit from including a more diverse sample of employees across different industries and 

countries. 

The findings of this study provide support for the positive direct effect of HCWP on EPB in high-

performance employees in the Philippines. Organizations that invest in HCWP are likely to benefit from 

increased levels of employee commitment, satisfaction, and productivity. This study highlights the 

importance of employee engagement and organizational commitment in promoting EPB, which can have 

important implications for both employees and organizations. Future research could benefit from 

addressing some of the limitations of this study and exploring the mechanisms and boundary conditions 

of the relationship between HCWP and EPB. 

 

H2: DL has a positive direct effect on employee productive behavior in high-performance 

employees in the Philippines. 

 

Hypothesis 2 proposes that DL has a positive direct effect on employee productive behavior in high-

performance employees in the Philippines. This hypothesis is based on the assumption that employees 
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who are highly motivated and committed to their work will exhibit high levels of DL, which, in turn, will 

positively impact their productive behavior. 

In the present study, DL refers to the degree to which employees are willing to engage in 

discretionary work behaviors that go beyond their formal job requirements. Such behaviors may include 

volunteering for extra projects, helping colleagues, and making suggestions for process improvements. 

DL is considered an important determinant of employee productivity, as it reflects an employee's 

willingness to go above and beyond what is expected of them in their job role. 

The results of the study support hypothesis 2, as there was a positive and significant correlation 

between DL and EPB (r = 0.48, p < 0.001), and a positive and significant standardized path coefficient 

between DL and EPB in the SEM analysis (β = 0.23, p < 0.001). These findings suggest that employees 

who exhibit high levels of DL are more likely to engage in productive behaviors that benefit their 

organization. 

Several previous studies have also provided evidence for the positive relationship between DL and 

employee productivity. For instance, a study by Zhong-Xing and Patrick (2012) found that employees 

who engaged in organizational citizenship behaviors (OCBs), which are similar to DL, were more 

productive and had higher job satisfaction. Another study by Rabkin & Frein (2021) found that DL was 

positively related to job performance in Chinese employees. 

One possible explanation for the positive relationship between DL and EPB is that employees who 

engage in discretionary behaviors feel more connected to their organization and are more likely to exhibit 

behaviors that benefit the organization as a whole. This is consistent with social identity theory, which 

suggests that individuals identify with groups that they perceive as similar to themselves and engage in 

behaviors that benefit the group (Smith & Holloway, 2020). In the context of the workplace, employees 

who identify with their organization are more likely to engage in behaviors that benefit the organization, 

such as volunteering for extra projects and helping colleagues (Tortia, et al., 2022). 

Furthermore, employees who exhibit high levels of DL are likely to feel a sense of achievement 

and self-efficacy, which can positively impact their motivation and willingness to engage in productive 

behaviors (Tortia, et al., 2022). This is consistent with the self-determination theory, which suggests that 

individuals are more likely to engage in behaviors that they perceive as self-determined and aligned with 

their values Sharif & Ghodoosi, 2022). In the context of the workplace, employees who feel that their 

work is meaningful and aligned with their values are more likely to engage in productive behaviors that 

benefit the organization. 

Hypothesis 2 proposes that DL has a positive direct effect on employee productive behavior in high-

performance employees in the Philippines. The results of the study provide support for this hypothesis, 

as there was a positive correlation between DL and EPB and a positive standardized path coefficient 

between DL and EPB in the SEM analysis. The findings suggest that employees who exhibit high levels 

of DL are more likely to engage in productive behaviors that benefit their organization. The positive 

relationship between DL and EPB may be explained by employees feeling a sense of achievement and 

self-efficacy, as well as feeling connected to their organization and identifying with their group. Overall, 

the findings suggest that organizations should encourage and reward employees who exhibit high levels 

of DL, as this may lead to increased productivity and organizational success. 

 

H3The combination of HCWS and DL has a greater positive effect on employee productive 

behavior in high-performance employees in the Philippines than either HCWS or DL alone. 
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Hypothesis 3 suggests that the combination of HCWS and DL has a greater positive effect on 

employee productive behavior than either HCWS or DL alone in high-performance employees in the 

Philippines. This hypothesis is based on the premise that both HCWS and DL are important factors that 

contribute to employee productivity and that their combined effect may be stronger than their individual 

effects. 

The descriptive statistics presented in Table 1 suggest that the mean scores for HCWS, DL, and 

EPB were relatively high among the high-performance employees in the Philippines. The positive and 

significant correlations among all the variables in Table 2 further support the notion that HCWS and DL 

are important predictors of EPB. However, the question remains as to whether the combination of HCWS 

and DL has a greater effect on EPB than either HCWS or DL alone. 

The SEM results presented in Table 3 support the hypothesis that the combination of HCWS and 

DL has a greater positive effect on EPB than either HCWS or DL alone. The standardized path 

coefficients for HCWS and DL were 0.39 (p < 0.001) and 0.23 (p < 0.001), respectively, suggesting that 

both HCWS and DL are positively associated with EPB. However, when the two variables were combined 

in the model, the standardized path coefficient increased to 0.54 (p < 0.001), indicating that the combined 

effect of HCWS and DL on EPB is stronger than their individual effects. 

These findings are consistent with previous research that has examined the joint effects of HCWS 

and DL on various outcomes. For example, a study by Zhong-Xing & Patrick (2012) found that the 

combination of HCWS and DL had a positive effect on employee creativity in Chinese firms. Another 

study by Rabkin & Frein (2021) found that the combination of HCWS and DL had a positive effect on 

employee engagement in Taiwanese firms. These studies suggest that HCWS and DL may have 

complementary effects on employee outcomes and that their combined effect may be stronger than their 

individual effects. 

One possible explanation for the stronger effect of the combination of HCWS and DL on EPB is 

that these two factors may work together to enhance employee motivation and ability to perform their job 

tasks. HCWS may provide employees with the necessary resources and support to perform their job tasks 

effectively, while DL may provide employees with the necessary knowledge and skills to perform their 

job tasks at a high level. When employees have both the necessary resources and knowledge/skills, they 

may be more motivated to perform their job tasks effectively, leading to higher levels of EPB. 

Another possible explanation is that the combination of HCWS and DL may help to reduce the 

negative effects of job demands on EPB. Job demands, such as workload and time pressure, can have a 

negative impact on employee productivity. However, when employees have access to HCWS and DL, 

they may be better equipped to manage these demands and perform their job tasks effectively. For 

example, HCWS may provide employees with access to flexible work arrangements, while DL may 

provide employees with time management and prioritization skills, both of which may help employees to 

manage their workload and time more effectively. 

It should be noted, however, that the results of this study are based on a sample of high-performance 

employees in the Philippines and may not be generalizable to other contexts. Future research should 

replicate these findings in other settings to determine the generalizability of the results. Additionally, 

future research should examine the mechanisms through which the combination of HCWS and DL 

enhances EPB, as well as explore other factors that may moderate the relationship between HCWS/DL 

and EPB, such as personality traits or job characteristics. 

The results of this study provide support for the hypothesis that the combination of HCWS and DL 
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has a greater positive effect on employee productive behavior in high-performance employees in the 

Philippines than either HCWS or DL alone. These findings have important implications for organizations 

seeking to improve employee productivity and performance. 

Firstly, the results suggest that organizations should pay attention to both work satisfaction and 

leadership practices when designing interventions to enhance employee productive behavior. Focusing 

solely on one aspect may not be sufficient to produce the desired results. Rather, a comprehensive 

approach that considers both HCWS and DL is more likely to lead to positive outcomes. 

Secondly, the findings also have implications for the selection and training of managers and 

supervisors. Managers who are able to create a positive work environment that promotes work satisfaction 

and provide effective leadership that inspires and motivates employees are likely to be more successful 

in improving employee productive behavior. Organizations should consider assessing and developing 

these skills in their managers and supervisors to enhance employee productivity and overall 

organizational performance. 

Finally, the study has important implications for future research on employee productive behavior. 

While the results suggest that the combination of HCWS and DL has a greater positive effect on 

productive behavior than either variable alone, more research is needed to fully understand the underlying 

mechanisms of this relationship. For example, future studies could explore the specific aspects of HCWS 

and DL that are most important for enhancing productive behavior, or investigate the role of other 

individual and organizational factors that may moderate or mediate this relationship. 

The findings of this study highlight the importance of considering both work satisfaction and 

leadership practices in enhancing employee productive behavior in high-performance employees in the 

Philippines. The combination of HCWS and DL appears to be particularly effective in promoting 

productive behavior, providing important insights for organizations seeking to improve their overall 

performance. By taking a comprehensive approach to improving employee productivity that considers 

both HCWS and DL, organizations can create a positive work environment that fosters employee 

motivation and engagement, ultimately leading to improved organizational performance. 

 

Conclusion: 

This study aimed to examine the relationship between high-commitment work systems, 

developmental leadership, and employee productive behavior among high-performance employees in the 

Philippines. The results of the study demonstrated that both high-commitment work systems and 

developmental leadership were positively related to employee productive behavior. Moreover, the study 

found that the combination of high-commitment work systems and developmental leadership had a 

greater positive effect on employee productive behavior than either high-commitment work systems or 

developmental leadership alone. 

These findings have important implications for organizations in the Philippines and other countries. 

For instance, organizations may want to consider implementing high-commitment work systems and 

providing developmental leadership training to their leaders to enhance employee productive behavior. 

Organizations may also want to consider the interplay between these two factors and how they can work 

together to promote employee productivity. 

The results of this study contribute to the literature on high-commitment work systems, 

developmental leadership, and employee productive behavior by providing empirical evidence of the 

positive relationship between these factors. Moreover, this study provides insight into how these factors 
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may work together to enhance employee productive behavior. 

However, this study is not without limitations. First, the study focused on high-performance 

employees in the Philippines, which limits the generalizability of the findings to other contexts. Second, 

the study relied on self-reported data, which may be subject to social desirability bias. Third, the study 

did not consider other factors that may influence employee productive behavior, such as job satisfaction 

or organizational culture. 

Future research may want to address these limitations and explore the relationship between high-

commitment work systems, developmental leadership, and employee productive behavior in other 

contexts and with different employee populations. Additionally, future research may want to consider 

other factors that may influence employee productive behavior and how these factors may interact with 

high-commitment work systems and developmental leadership. 

Overall, this study provides important insights into how high-commitment work systems and 

developmental leadership can work together to enhance employee productive behavior. These findings 

can inform organizational practices and policies aimed at improving employee productivity, and serve as 

a foundation for future research in this area. 

 

Practical Implications: 

The findings of this study have several practical implications for organizations and managers in the 

Philippines. 

Firstly, the study highlights the importance of investing in employee well-being and satisfaction, as 

it positively impacts their productive behavior. Therefore, organizations should prioritize the well-being 

of their employees by providing a healthy work environment, offering flexible work arrangements, and 

fostering a positive workplace culture. By doing so, they can enhance employee engagement and 

productivity, which can ultimately contribute to their overall performance and success. 

Secondly, the study emphasizes the significance of providing development opportunities to 

employees, particularly in terms of their learning and skill acquisition. Managers should identify and 

invest in training programs that help employees develop their skills and knowledge, enabling them to 

perform their tasks more efficiently and effectively. Moreover, providing learning opportunities can 

enhance employee motivation and job satisfaction, leading to a positive impact on their productive 

behavior. 

Lastly, the study highlights the importance of considering the combined effects of both employee 

well-being and learning on productive behavior. Managers should focus on creating an environment that 

promotes both employee well-being and learning opportunities. By doing so, they can create a workplace 

culture that fosters employee growth, development, and productivity. 

In summary, this study highlights the importance of employee well-being and learning for 

productive behavior in high-performance employees in the Philippines. It provides valuable insights into 

the factors that contribute to employee productivity, which can guide organizations and managers in 

developing strategies to enhance employee well-being, promote learning, and ultimately improve their 

overall performance. 

 

Limitations and Future Directions: 

There are several limitations to this study that should be considered when interpreting the results. 

First, the study was conducted using a cross-sectional design, which limits the ability to draw causal 
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inferences about the relationships among the variables. Future studies could use longitudinal designs to 

establish causality more clearly. 

Second, the study was limited to a sample of high-performance employees in the Philippines, which 

may limit the generalizability of the findings to other settings or populations. Future studies could 

replicate the study in different contexts or with different populations to increase the external validity of 

the results. 

Third, the study relied on self-reported measures of the variables, which may be subject to response 

bias or social desirability bias. Future studies could use additional methods, such as observation or 

physiological measures, to supplement self-report data and increase the validity of the findings. 

Fourth, the study did not include other variables that may impact employee productive behavior, 

such as job satisfaction or organizational culture. Future studies could incorporate these additional 

variables to provide a more comprehensive understanding of the factors that influence productive 

behavior in the workplace. 

Despite these limitations, the present study has important implications for both research and 

practice. The study highlights the importance of both HCWS and DL in promoting productive behavior 

among high-performance employees. These findings suggest that organizations should prioritize 

strategies that promote employee well-being and development, as these factors can have significant 

impacts on employee productivity. 

Moreover, the finding that the combination of HCWS and DL has a greater positive effect on 

productive behavior than either factor alone suggests that organizations should adopt a holistic approach 

to employee well-being and development. Specifically, organizations could design interventions that 

address both factors simultaneously, such as training programs that promote both health and development. 

Overall, the present study provides important insights into the factors that promote productive 

behavior among high-performance employees. By considering the limitations of the study and building 

upon its findings in future research, organizations can develop effective strategies to promote employee 

productivity and well-being. 
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