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Abstract 
This study attempts to explore the incentive mechanism of employees’ proactive 
behavior in the context of advocating and practicing socially responsible human 
resource management (SR-HRM). By conducting theoretical analysis and hypo-
thesis, this study focuses on the influence of employee-oriented human resource 
management (EOHRM) on employees’ proactive behavior, and then assumes the 
role of employees’ perceived insider status and learning goal orientation. 
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1. Background and Motivation 

With the continuous attention of corporate social responsibility (CSR), enter-
prises in the theory and practice of human resource management have begun to 
advocate and practice the concept of CSR. However, corporate social responsi-
bility for a long time has discussed corporate social responsibility to customers, 
consumers, government and the influence of the environment and other stake-
holders, less involved in corporate social responsibility to employees or impact 
study of the internal stakeholders. As one of the key stakeholders of the enter-
prise, employees are an important resource of the enterprise, emphasizing and 
attaching importance to the rights and needs of employees within the enterprise 
and becoming one of the important objectives of human resource management 
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[1]. Shen and Zhu (2011) [2] developed the term SR-HRM to capture CSR poli-
cies and practice directed at the organization’s stakeholders. The concept of 
EOHRM originates from the CSR and HRM literature. EOHRM at the macro 
level involves corporate social responsibility (CSR) activities that directly address 
employees’ personal and family needs that are above and beyond legal require-
ments, and it is thus regarded as an important type of socially responsible HRM 
(Shen & Zhu, 2011) [2]. EOHRM should have positive effects on employees, but 
until now no research has explored this issue. Given the global concern with 
CSR and employees’ rights, wellbeing and personal and developmental needs, 
the effects of SR-HRM on employee attitudes and behaviors remain a legitimate 
pursuit for the HRM research [3]. 

As a result of increased pressure for flexibility and innovation and career 
models that require greater self-direction, scholars nowadays stress the impor-
tance of proactive employee behavior (e.g., Parker, Williams, & Turner, 2006) 
[4]. Organizations need flexible and responsive employees who approach work 
proactively by showing initiative without the constant need for close supervision 
(Crant, 2000; Fay & Frese, 2001; Parker, 2000) [5] [6] [7]. The increasing pres-
sure on employees to be proactive at work is also mentioned in other areas of 
research. For example, career researchers argue that individuals should rely less 
on their organizations and instead take initiative themselves when it comes to 
their personal and career development (e.g., Morrison, 2002; Seibert, Kraimer, & 
Crant, 2001) [8] [9]. Research on employees’ proactive behavior is, therefore, of 
both theoretical and practical importance. This study focuses on the influence of 
employee-oriented human resource management on the employees’ proactive 
behavior. 

2. Theoretical Analysis and Hypothesis 
2.1. The Relationship between Employee-Oriented HRM and  

Employees’ Proactive Behavior 

Employee-oriented HRM addresses employee’s personal and family needs that 
are above and beyond legal requirements. For example, it involves providing 
employees with adequate training and development opportunities, providing 
feedback, and introducing flexible working arrangements. It also includes en-
couraging employees in decision-making processes by adopting workplace de-
mocracy and power sharing. The research shows that socially responsible human 
resource management (SR-HRM) actively affects task performance and ex-
tra-role helping behavior (Shen & Benson, 2016) [10]. Research shows that the 
three dimensions of SRHRM may operate via different mechanisms to influence 
employee attitudes and behaviors. For example, Shen and Zhu (2011) [2] found 
that the three dimensions of SRHRM have different relationships with organiza-
tional commitment. Similarly, Newman, Miao, Hofman and Zhu (2015) [11] 
found that these three dimensions tend to influence OCB in different manners. 
Both studies raise the necessity to examine the dimensions of SRHRM separate-
ly. Hu and Jiang (2016) [3] found that Employee-oriented HRM on employee 
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voice behavior has positive effect, and the study of the more specific employee 
guide contains the content of the human resources management, and the con-
cept plays an important role for later research.  

However, there is little research on the relationship between employee-oriented 
HRM and proactive behavior. Therefore, in this study, we focus on the impact of 
employee-oriented HRM on employees’ proactive behavior. We want to know 
how EOHRM affects employees’ proactive behavior. What theory can explain it? 
Taken together, we propose: 
1) Hypothesis 1: EOHRM is positively related to proactive behavior. 

2.2. Perceived Insider Status as a Mediator in the  
EOHRM-Proactive Behavior Relationship 

Advocacy and practice of employee-oriented HRM to improve employees’ per-
ceived organizational membership, not only can make employees needs fulfill, 
and improve the mattering of staff awareness, but also can make the staff belong. 
The needs fulfillment and the mattering perception are important factors for 
employees to feel a sense of belonging. This research focuses on the perceived 
insider status of an important component of belonging. The definition of per-
ceived insider status was the extent to which employees perceive themselves to 
be organization insiders (versus outsiders) (Stamper & Masterson, 2002) [12]. 
Yin Jun said perceived insider status concept is closely related to Chinese tradi-
tional culture, under the situation of China, and when employees perceive 
themselves as members of the organization’s, will be to identity the master exists 
in organization, and shows more conducive behavior to the organization [13]. 
Li, Zheng and Liu (2017) [14] based on the theory of resource preservation, be-
lieve that perceived insider status concept as a rich psychological resource 
enables employees to actively devote themselves to their work. Zhao and Tang 
(2015) [15] through the literature the literature research of the consequences of 
perceived insider status variables summarized relevant conclusion, believe that 
there is a research perceived insider status plays a positive role on employees’ 
individual behavior. Ding, Chen and CAI (2017) [16] have found that the per-
ceived insider status has a positive influence on proactive behavior. Only when 
employees have a good sense of belonging and tolerance in the organization can 
they consciously motivate their initiative, enthusiasm and proactive in their 
work to make more proactive behaviors.  
2) Hypothesis 2: EOHRM is positively related to proactive behavior.  
3) Hypothesis 3: Perceived insider status is positively related to perceived insid-

er status. 
4) Hypothesis 4: Perceived insider status mediates the relationship between 

EOHRM and proactive behavior. 

2.3. The Moderating Role of Learning Goal Orientation 

Three goal orientations are distinguished in the literature: learning, perfor-
mance-prove, and performance-avoid (e.g., VandeWalle, 1997; VandeWalle,  
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Figure 1. Proposed research model. 
 
Cron, & Slocum, 2001) [17] [18]. Individuals high on learning goal orientation 
aim primarily at acquiring new skills and knowledge from work tasks. Previous 
research links learning goal orientation to willingness to work hard and the be-
lief that greater effort leads to success, and it shows individuals high on learning 
orientation are proactive in enhancing self-development (Porath & Bateman, 
2006) [19]. People high on learning orientation are expected to perceive engag-
ing in proactive behavior as a worthwhile potential opportunity for learning 
(Farr, Hoffmann, & Ringenbach, 1993) [20]. Consistently, learning goal orienta-
tion was positively related to general proactive behaviour measures (Parker & 
Collins, 2010; Porath & Bateman, 2006) [19] [21]. Xu and Qu (2015) [22] points 
out that individuals high on learning goal orientation willing to acquire know-
ledge and skills by learning, improve their ability to do work. At the same time, 
they can effectively set goals by anticipating events and changes in the future. 
Such individuals are more likely to engage in complex and challenging work. 
When faced with difficulties, they are willing to give extra effort to explore new 
ways of thinking and proposing deeper creative solutions. When this kind of dif-
ficulty can’t be solved through their own efforts, they will create possible oppor-
tunities to present problems to others in the team and find solutions to prob-
lems. Therefore, the employees high on learning goal orientation will show more 
proactive behaviors.  

Although employees high on learning goal orientation will show more proac-
tive behaviors, but when Enterprise implement the employee-oriented HRM, to 
what extent is learning goal orientation influence the relationship between per-
ceived insider status and proactive behavior? The impact of employer-oriented 
HRM on employees’ proactive behavior will be more positive when the em-
ployees high on learning goal orientation? 
5) Hypothesis 5: Learning goal orientation moderates the relationship between 

perceived insider status and proactive behavior, such that this relationship is 
stronger among employees with higher learning goal orientation  

6) Hypothesis 6: Learning goal orientation the indirect relationship between 
EOHRM and proactive behavior via perceived insider status, such that this 
indirect relationship is stronger among employees with higher learning goal 
orientation (Figure 1). 
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