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Abstract

Using a theoretical framework based on signalling theory, the study aims to explore the
spectrum of HPWP (high-performance work practices) that induce personnel to engage in
innovative work behaviour; it also explores the impacts of HPWP on employee IWP
(employee innovative behaviour) and develops the mediation role of perceived
organisational support. To improve IWB in five-star hotels, this study is primarily designed
as a quantitative investigation based on the positivistic paradigm. Its goal is to uncover the
wonders of HPWPs. Primary data was gathered by disseminating a self-administered
questionnaire via Google Docs complemented by a self-generated Excel sheet. The study's
sample is derived from five-star hotels in Pakistan's four major cities: Lahore, Rawalpindi,
Islamabad, and Multan. We used SEM bootstrapping and correlation analysis on 365
responses. The findings demonstrated a strong relationship between innovative work
behaviours and high-performance work practices among employees in five-star hotels.
Furthermore, a mediator between HPWPs and innovative behaviours is perceived
organisational support that should be given due weightage to benefit human resources.
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1 Introduction

Digital transformation has rapidly modified the market environment, determining how
organisations function. A complex and unpredictable external environment for these organizations
and an unavoidable tendency towards reorganizing and restructuring organizational structures is a
challenge nowadays. "A set of coordinated HPWPs known as the HPWS can enhance employees'
knowledge, abilities, and organizational benefits" (Datta et al., 2005). It can also turn workers into
the organization's most valuable asset by creating and preserving its core competitiveness. It is a
helpful tool for modifying organizational structure and includes several human resources
management strategies. When employees are stimulated by their surroundings, under the impact
of HPWS, specific changes, such as those in behaviour and attitude, may take place. The first tool
that organizations can use to achieve sustainable development is innovation.

Additionally, businesses increasingly use innovation-based growth to establish and sustain
competitive advantages (Montani et al., 2017). Employees' innovative behaviours serve as the
foundation for company innovation, which helps businesses increase productivity and safeguard
their competitive edge (Miao & Cao, 2020). Employee innovation and enterprise innovation go
hand in hand. The development of employee creativity has long been a highly debated topic in
both academic and practical areas. It is commonly known that the organizational environment
influences employee innovation and that this behaviour is linked to innovation. The organisation's
innovation stage and possibilities directly impact the emergence of innovative behaviour among
employees. HPWP fosters favourable organisational conditions for adopting innovation-driven
practices and responding to the demands of organizational management transformation in a
dynamic environment. Comprising of the capacity to foster creativity and creative conduct
(Escriba-Carda et al., 2017; He et al., 2017), simultaneously, the extant pertinent research has
validated that HPWS contributes to enhancing employee attitudes and behaviours.

The hospitality sector is a critical contributor to national economies and is currently one of the
fastest expanding worldwide (Henderson et al., 2018). This industry's expansion has taken fresh
opportunities and problems, particularly in the service sector. This industry has been demonstrated
to contribute significantly to Pakistan's economy (Euromonitor, 2018). Per the 2017 World Travel
and Tourism Council report, Pakistan's tourism and hospitality industry earned income worth
$19.4 bn, contributing 7% of the country's GDP (Manzoor et al., 2019).

Pakistan has tried in recent years to stay competitive by utilizing a variety of economic prospects
to adjust to such an environment. Hospitality businesses require staff members who can handle
problems in unforeseen circumstances and provide superior customer service to confront these
challenges in the context of frontline employees. According to Afsar et al. (2019), this translates
into IWB among its service employees, supporting its long-term success. In this study, IWB refers
to frontline staff members' efforts to generate, promote, and practice original ideas after identifying
possible customer concerns during service interactions. Put differently, it refers to the innovative
approach taken by staff members when they come across unforeseen problems when interacting
with clients.

Workers who exhibit these crucial characteristics in the hospitality industry contribute to increased
job performance, client happiness and loyalty, and overall service innovation (Baradarani & Kilic,
2018). Interestingly, most of the material written thus far has focused on high-performance work
practices on IWB, despite the critical role that employees' creative work behaviour plays in
satisfying guests' expectations in the hotel business. Organizations have recently come to
understand how important it is for IWB to meet customers' needs in the hotel industry by providing
them with memorable experiences (Stock et al., 2017).

Additional research is needed on frontline employee creativity. Human resources and management
are critical in hotels' efforts to enhance IWB among their frontline staff. Human resources are
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crucial in determining customers' demands in a service context because of the intimate interactions
between staff members and clients, which can inspire creativity and innovation in them.

2 Literature Review
2.1 HPWPs

A plethora of distinct but related HR practices intended to improve workers' capabilities and efforts
is how HPWPs are described (Takeuchi et al., 2007). Scholars and practitioners cannot agree on
what precisely makes up this group. However, a majority agree that it consists at least of highly
skilled hiring and selection procedures, incentive-based pay plans, broad employee participation,
stringent evaluation of performance procedures, and both general and industry-specific training
(Chuang & Liao, 2010; Messersmith et al., 2011).

HPWPs are fundamental, whereby activities are bundled together to create synergies that result in
mutually advantageous consequences. The potential of HPWPs to improve performance has
usually drawn attention (Appelbaum et al., 2000). The AMO framework is frequently used to
describe this: HPWPs are thought to impact an individual's motivation, skills, abilities, and
opportunities to participate (Ogbonnaya & Messersmith, 2019). Most of the literature emphasizes
the benefits of HPWPs, indicating that the practices are linked to increased commitment,
empowerment, and job satisfaction (Peccei & Van De Voorde, 2019). However, there have also
been more critical voices and conflicting findings regarding the effects on employee well-being;
for example, according to Ogbonnaya and Messersmith (2019), some studies have linked HPWPs
to lower levels of well-being, such as stress and burnout. This has led to a more critical viewpoint
on HPWPs, highlighting that they are essentially an administration tool intended to exert control
over staff members to increase productivity and profit. Therefore, increased workloads and stress
management could compromise the health of individual workers in the name of better performance
(Ramsay et al., 2000).

Instead of relying upon an exclusive win-win perspective in which the organization's and its
employees' objectives converge (Salin & Notelaers, 2020). Regarding the effects of HPWPs on
specific employees, particularly their well-being, the research is conflicting overall (Kilroy et al.,
2016; Ogbonnaya & Messersmith, 2019). Research on HPWPs and well-being has frequently
focused on happiness-related topics rather than addressing other facets of psychological well-being
(Peccei & Van De Voorde, 2019). Except for a few studies looking at the effects on climate, trust,
and cooperation, the effects of HPWPs on employee IWB have yet to garner much attention to
date (Van De Voorde et al., 2011).

2.2 POS:

The concept of organizational support also referred to as perceived organizational support, is
crucial in the literature on the behaviour of organizations because it can explain the connection
between employees' work and organizational treatment as well as their attitudes and behaviours.
Employees perceive their treatment by the organization as a stimulation that they can interpret as
the organization's support.

According to Rhodes and Eisenberger (2002), POS is the organizational assistance that persuades
an individual that their employer recognises their contribution and is concerned about their well-
being. Additionally, Rhoades and Eisenberger clarified that POS evaluates the degree of
contribution, attends to welfare, hears grievances, respects human life, and ensures that employees
are treated fairly by the business. According to Waileruny (2014), POS indicates how much
workers feel their companies appreciate their contributions and are concerned about their welfare.
Arshadi and Hayavi (2013) cite Rhoades and Eisenberger as saying that POS is an organisational
perspective on workers.
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Worker commitment to their organization can be measured by a worker's loyalty and dedication,
which the employer values as a whole. In turn, employees will be aware of the organization's
commitment level. Further, Arshadi and Hayavi (2013) identify three general organizational
treatment practices that are deemed effective in enhancing employees' sense of organizational
support: 1) Supervisor Support, 2), Fairness and 3) organizational rewards and Job Conditions
(Ridwan et al., 2020).

2.3 Innovative Work Behavior

Scholars focus more on understanding IWB's predictors and motivational elements to comprehend
innovativeness at the personal level, given its significance for organizational success (Wu et al.,
2014). Organizational and individual factors are the two categories into which Grossan and
Apaydin (2010) have separated the elements impacting IWBs. Further, De Jong and Den Hartog
(2010) state that employees can significantly demonstrate IWB by utilising modern technologies,
stepping outside organisational patterns, and creating creative ways to do tasks. Workers with
IWBs can quickly and accurately assess new work scenarios and offer fresh suggestions for
enhancing goods and services (Afsar et al., 2018). There needs to be more fragmented research on
IWB (Tian et al., 2021). At the same time, Hui et al. (2020) discovered a positive relationship
between employee creativity driven by their perceived organisational support.

When faced with a dilemma, millennials benefit from being open to new ideas and willing to put
in more energy to be innovative and pick up new abilities and knowledge (Zhu et al., 2018). We
contend that, as a result, innovative millennials continue to have the self-assurance and capacity
to provide original answers to difficulties that arise in the workplace. Those born between 1980
and 1994 are referred to as millennials due to their strong connection to the millennium era and
digital advancement (Levenson, 2010). According to Kong et al. (2016), millennials exhibit high
self-confidence and desire job autonomy to execute their jobs efficiently in a flexible working
environment.

Spiegelaere et al., (2014) had defined IWB by is expanded upon in this study. It is defined as the
capacity of workers to create, develop, and implement novel and advantageous concepts, methods,
procedures, or goods. This concept can be applied to an organization, group, department, or job
role. According to De Jong and Hartog (2007), creating and sustaining competitive advantages
through employees' IWB is essential to the organization's ability to innovate and adapt to changing
business contexts (Choi et al., 2016). Based on such arguments, it is imperative to investigate the
elements that foster and enhance IWB from the viewpoint of the workforce

2.4 Signaling theory

According to (Spence, 1973), employees see favourable input from the organization as a show of
support, which encourages positive feedback toward the organization. Connelly et al. (2011) report
that the literature has been more interested in adopting signalling theory as a theoretical
framework. Nonetheless, past studies need to do more on this hypothesis (Connelly et al., 2011).
According to signalling theory, workers' attitudes toward their jobs positively correlate with their
perceptions of HPWPs (Kooij et al., 2009).

In other words, HPWPs serve as "signals" of the employer's good intentions toward workers,
favorably correlating with their opinion of organisational support. According to this logic, it is
generally assumed that personnel will see HPWPs as an investment in them, a personalized
commitment, and an acknowledgement of their contribution. In turn, they will be expected to
return the favor by acting commensurately positively toward the employers (Hannah & Iverson,
2004; Shore & Wayne, 1993). Based on this insight, we suggest that employees view the existence
of HPWPs as encouraging signs from the company, leading to empowerment, rewards, and
promotions. Their favourable assessment of organisational signals and the POS atmosphere would
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result in favourable reciprocation.
2.5 HPWPs, POS, and Employee IWB

HR techniques like reward management and training and development are examples of HPWPs
(Jiang et al., 2012). Innovative work behaviours that use a range of composite activities to increase
employees' knowledge and abilities are positively correlated with training and development
(Zhang & Begley, 2011). Additionally, it has been demonstrated that inventive work practices and
incentive management—financial and nonfinancial rewards—have a relationship (Elidemir et al.,
2020). When psychological contracts exist between employers and employees, there is a good
correlation between compensation management and creative work practices (Ramamoorthy et al.,
2005).

As a result, Sanders et al. (2010) demonstrated an inverse correlation between creative work
practices and reward management. Thus, this study hypothesizes that innovative work habits and
reward management may be linked favorably. Previous studies have provided a wealth of evidence
about the beneficial effects of HPWPs on creative work practices (Elidemir et al., 2020). This
reasoning has led to the study's first hypothesis. Most research has shown that improved employee
performance can be attained only through perceived organizational support (Dawley et al., 2010;
Byrne & Hochwarter, 2008). HPWPs positively and considerably influence employee performance
(Akhtar et al., 2016).

Eisenberger et al. (2001) discovered a positive correlation between employees' dispositional
inclination to accept the reciprocity norm and their felt indebtedness to the firm, which is also
aligned with the idea that the norm of reciprocity shows a significant role in the POS consequences.
Eisenberger et al. (1990) found that POS and innovative behavior correlate positively. POS is
linked with many beneficial outcomes (Rhoades et al., 2020).

H1: HPWPs have a significant influence on Employee IWBs.
H2: POS serves as a mediator between HPWPS and Employee IWBs.

—.[ pos ]
-

HPWPs
¢ Empowerment Employee IWB

e Promotion
e Reward

Figure 1: Conceptual Model
3 Research Design
3.1 Methodology

The four major cities of Pakistan, Lahore, Rawalpindi, Islamabad, and Multan, provided the
sample for this study, composed of five-star hotels. We used SEM bootstrapping and correlation
analysis on 365 responses. A stratified random sampling was used to choose the sample. The first
step was splitting the sample up into four strata of five-star hotels. Subsequently, the sample was
dispersed equally throughout those hotels. Primary data was gathered by disseminating a self-
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administered survey via Google Docs and a self-generated Excel sheet.
3.2 Measures

Measures from the current literature were designed using pertinent sources. Five questions
modified from Hayes (1994) were used to gauge empowerment. Delery and Doty (1996) used four
items to quantify promotion. The five objects Boshoff and Allen (2000) created were used to gauge
reward. Six questions from Eisenberger et al. (1990) were used to measure POS following the
findings of Eisenberger et al. (2001). Perceived Organizational Support and Promotion: Each item
had one negatively phrased item that was reverse graded. A six-item Scott and Bruce (1994) scale
was employed to gauge employees' IWBs.

4 Data Analysis

PLS-SEM, a second-generation multivariate data analysis, was used in this investigation (Ringle
et al., 2015). It is a valuable estimation technique and performs well with intricate structural
models. It may be used with single- and multi-item scales and provides precision evaluation,
especially when working with large sample numbers. According to Hair et al. (2017), it is also
appropriate for formative and reflective models. Every variable in this study was reflective. The
measurement model was used to gauge the reliability and validity of the variables, and the
structural model was applied to evaluate the path coefficient and significance. In the current study,
HPWPs were second-order variables. A repeating indicator strategy was used to examine the
reflective-reflective model. The first-order constructs' indicators are applied to the second-order
construct in the repeated indicators technique. To determine the indicators' reliability, the outer
loading was calculated. The external loading score, which ranged from 0.667 to 0.869, was
substantially greater than 0.60, according to the data. Further, When internal consistency was
evaluated using Cronbach's alpha, results fluctuated between 0.845 and 0.932, exceeding the
recommended range of 0.70. These outcomes indicate established internal consistency. Internal
consistency reliability was also calculated using the composite reliability coefficient, which had to
be more than 0.70. The acquired results further confirmed the internal consistency of variables,
ranging from 0.890 to 0.941. These results are presented in Table 1:
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Figure 2: Measurement Model
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Table 1: Evaluation of Reflective Model

15t order construct 2nd Order Construct  Items  Loading « CR AVE
Employee IWB EIB1  0.765 0.897 0921 0.660
EIB2  0.815
EIB3  0.869
EIB4 0.834
EIB5 0.768
EIB6  0.819
Promotions P1 0.844 0.852 0.900 0.692
P2 0.832
P3 0.855
P4 0.796
Rewards R1 0.817 0.886 0917 0.688
R2 0.877
R3 0.855
R4 0.767
R5 0.829
Empowerment El 0.827 0.845 0.890 0.620
E2 0.774
E3 0.667
E4 0.835
E5 0.821
El 0.827
HPWP 0932 0941 0.552
POS POS1  0.788 0.863 0.893 0.581
POS2  0.775
POS3  0.732
POS4  0.738
POS5 0.783
POS6  0.757

Convergent validity was evaluated using the AVE method (Fornell & Larcker, 1981). Convergent
validity, or the relationship between one construct and other variables and measures of the same
construct, was measured using the AVE and outer loading values of all studied constructs.
According to the suggestions of Hair et al. (2017), the value need to exceed 0.50. According to the
data, all AVE values are more significant than the cutoff, proving convergent validity. Construct
validity was also assessed, which means that every construct under investigation needs to be
different from other variables under study (Bagozzi et al., 1991).

The Fornell-Larcker test was used to evaluate discriminant validity (Fornell & Larcker, 1981).
Based on this criterion, the square root of the AVE score has to be greater than the linked with
other factors. It is evident from Table 2's data that discriminant validity was proven.

Table 2: Fornell-Larcker test

1 2 3
Employee IWB 0.812
HPWP 0.603 0.743
Perceived Organizational Support 0.524 0.608 0.763

According to Haider et al. (2018), the variables in this study may differ when the HTMT value is
less than one. However, 0.85 has also been suggested as a more cautious threshold point (Henseler
et al., 2015). The results show that discriminant validity was demonstrated in Table 3.
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Table 3: HTMT test

1 2 3
Employee IWB
HPWP 0.656
Perceived Organizational Support 0.531 0.629

Comparing the items' loading with their cross-loading is another method for assessing discriminant
validity (Gotz et al., 2009). Table 4 shows that item loading was more significant than cross-

loading in this investigation. The results imply that discriminant validity was proven as a result.

Table 4: Cross-loading

1 2 3 4 5
El 0.412 0.827 0.424 0.723 0.549
E2 0.463 0.774 0.442 0.579 0.537
E3 0.352 0.667 0.254 0.521 0.404
E4 0.527 0.835 0.528 0.681 0.606
E5 0.393 0.821 0.369 0.664 0.540
EIB1 0.765 0.483 0.393 0.386 0.484
EIB2 0.815 0.431 0.441 0.383 0.468
EIB3 0.869 0.438 0.461 0.408 0.481
EIB4 0.834 0.419 0.467 0.407 0.475
EIB5 0.768 0.388 0.319 0.308 0.417
EIB6 0.819 0.501 0.451 0.425 0.517
P1 0.352 0.674 0.438 0.844 0.517
P2 0.332 0.651 0.366 0.832 0.499
P3 0.471 0.699 0.515 0.855 0.596
P4 0.432 0.670 0.349 0.796 0.544
POS1 0.605 0.547 0.788 0.507 0.584
POS2 0.303 0.319 0.775 0.324 0.406
POS3 0.468 0.448 0.732 0.422 0.497
POS4 0.262 0.303 0.738 0.308 0.328
POS5 0.314 0.309 0.783 0.296 0.372
POS6 0.225 0.305 0.757 0.326 0.328
R1 0.451 0.560 0.478 0.545 0.817
R2 0.514 0.619 0.542 0.585 0.877
R3 0.536 0.565 0.459 0.510 0.855
R4 0.430 0.492 0.386 0.471 0.767
RS 0.492 0.557 0.541 0.573 0.829

Bootstrapping was used to assess the structural model's efficacy. The collinearity problem was
first calculated using a structural model estimate. A higher connection between variables is called
collinearity (Hair et al., 2017), and the variance inflation factor (VIF) served as the primary
criterion for assessing collinearity. Collinearity can be prevented if the VIF is less than 5. The
study's score, which varied from 1.00 to 1.585, showed no collinearity in the sample. The path
coefficients between the constructs were then computed using the algorithm, and their significance
was assessed using the standard error of the bootstrap method; a significant link is indicated by a
t-value greater than 1.96 (p<0.05). The R2 was subsequently measured to ascertain the extent of
variation stated by the exogenous factors; scores of (weak) 0.25, (moderate) 0.50 and (strong) 0.75
indicate considerable variation (Hair et al., 2017). All predictors generated a normal variation in

POS and employee innovative Behavior, as indicated in Table 5.
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Table 5: Estimation of Structural Model

R? t p Evaluation
POS 0.403 8.853 0.000 Moderate
Employee IWBs 0.369 8.978 0.000 Moderate

The standards suggested by Hair et al. (2016) were used to assess mediation. According to the
investigation, HPWP and Perceived organisational support are connected through a
complementary mediator, the Perceived organizational support. The results suggest that the POS
is a mediator.
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Figure 3: Structural Model
Table 6: Hypothesis Evaluation

Linkages B S.error t p Results Conf. Interval
2.50% 97.50%

HPWP -> Perceived 0.608 0.034 17.929 0.000 Supported 0.537 0.673

Organizational Support

HPWP -> Employee 0.603 0.044 13.818 0.000 Supported 0.523 0.686

Innovative Work

Behavior

Perceived 0.250 0.060 4.159 0.000 Supported 0.123 0.360

Organizational Support

-> Employee

Innovative Work

Behavior

HPWP -> Perceived 0.152 0.036 4.274 0.000 Supported 0.078 0.210

Organizational Support

-> Employee

Innovative Work

Behavior

Table 6 provides evidence favoring H1 that HPWP considerably impacts POS (B = 0.608, P =
0.000). Furthermore, H2 is supported by the direct correlation between HPWP and employee
innovative behavior (B = 0.603, P = 0.000). Further, perceived organizational support directly
correlates with employee innovative behavior ( = 0.250, P = 0.000). Moreover, the POS mediates
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the relationship between HPWP and employee innovative behavior ($=0.155, P=0.000),
supporting H3.

Table 7: Effect Size f2

Path f Assessment
HPWP -> POS 0.585 L
HPWP -> Employee IWB 0.215 M
POS -> Employee IWB 0.066 S

Determining meaningful route coefficients requires measuring each predictor's effect size (f2) on
the dependent variables (Hair et al., 2017). When a particular predictor variable is removed from
the model, the f2 is used to quantify the variation in the strength of R2. Furthermore, Table 7
displays the f2 score as tiny (0.02), medium (0.15), and high (0.35) effect sizes.

Table 8: Predictive Relevance Q?

SSO SSE Q?
POS 2,388.000 1,949.485 0.184
Employee IBW 2,388.000 1,800.682 0.246

Moreover, it is recommended that stone-Q2 Geisser's be used to assess predictive relevance Q2
(Geisser 1974; Hair et al., 2017). Q2 values were estimated using the average redundancy index
of exogenous structures (Hair et al., 2017); findings are displayed in Table 8.
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Figure 4: Blindfolding test
5 Conclusion

The current study's findings contribute to the field of employee innovation behavior studies in
HPWS. According to earlier research (Pahos & Galanaki, 2022), HPWS can impact employee
attitudes and behaviors, including creative thinking (He et al., 2017). However, there is
disagreement in past research regarding the connection between HPWS and employee innovation
behavior because of disparate research methodologies and viewpoints (Sun & Wang, 2016). This
study's demonstration will further enhance the empirical research on HPWS and employee

SMARC=...



90 Shaheen et al.

innovation, which shows that HPWS positively predicts employee innovation behavior. The
findings also offer insight into how the corporate environment influences employee innovation
behavior. POS serves as a mediator in this investigation. To provide a management model that
enhances the theoretical explanation of how HPWS affects employee innovation behavior, we
integrate HPWPs, POS, and employee innovation behavior into a single model. It will create a
foundation for the company to sustain growth and hold onto its leading edge in the marketplace.
Second, managers may find this helpful study by creating creative staff teams and encouraging
employee creativity. In an increasingly competitive market, companies must understand how
important it is to foster employee creativity to gain and hold a competitive edge. Managers inside
organizations should, therefore, be dedicated to creating a fair system of incentives and rewards
for innovation.

Furthermore, according to Tuzun and Kalemci (2018), HPWPs influence employees' attitudes and
behaviours. This leads to increased employee commitment and happiness, encouraging more
inventive and creative conduct at work (Jaiswal & Dhar, 2017). Researchers say high-performance
work practices are crucial in determining an employee's IWB. These kinds of procedures are
essential for fostering the motivational elements of employees, which in turn have a favourable
impact on their extracurricular activities.

Even though HPWPs indirectly affect employees' motivational states, there is a lack of research
on how HPWP impacts individual innovative behaviours through mediation (Bos-Nehles et al.,
2017). To overcome this limitation, the study found that a motivating factor connecting HPWP
and IWB was perceived organisational support for work. Large corporations worldwide are
incorporating sustainable practices into their operations, and wealthier nations are also seeing
greater adoption of these practices than underdeveloped nations. Pakistan's most prominent hotels
are assumed to not include sustainability in their day-to-day operations (Moosvi & Ali, 2022). One
of the most crucial aspects of the services industry is high-performance work practices. Their
primary goal is to raise staff performance, skills, and talents to meet customer needs effectively.
The highly competitive market has led to a sharp rise in client demands, which the hotel industry's
staff can only meet by receiving adequate POS. It is significant to remember that the quality of the
hotel's human resources has a direct bearing on the experience of its patrons, which has been
deemed a decisive factor in the hotel's continued commercial operations (Moosvi & Ali, 2022).

6 References:

Afsar, B., Cheema, S., & Bin Saeed, B. (2018). Do nurses display innovative work behaviour when
their values match with hospitals’ values? European Journal of Innovation
Management, 21(1), 157-17. https://doi.org/10.1108/EJIM-01-2017-0007

Afsar, B., Masood, M., & Umrani, W. A. (2019). The role of job crafting and knowledge sharing
on the effect of transformational leadership on innovative work behaviour. Personnel
Review, 48(5), 1186-1208. https://doi.org/10.1108/PR-04-2018-0133

Akhtar, A., Nawaz, M. K., Mahmood, Z., & Shahid, M. S. (2016). Impact of high-performance
work practices on employees' performance in Pakistan: Mediating role of employee
engagement. Pakistan Journal of Commerce and Social Sciences (PJCSS), 10(3), 708-
724. https://hdl.handle.net/10419/188275

Appelbaum, E., Bailey, T., Berg, P., & Kalleberg, A. (2000). Manufacturing advantage: Why high-
performance work systems pay off. Ithaca, NY: Cornell University Press

Arshadi, N., & Hayavi, G. (2013). The effect of perceived organizational support on affective
commitment and job performance: mediating role of OBSE. Procedia-social and
Behavioral Sciences, 84, 739-743. https://doi.org/10.1016/j.sbspro.2013.06.637

Bagozzi, R. P., Yi, Y., & Phillips, L. W. (1991). Assessing construct validity in organizational
research. Administrative Science Quarterly, 421-458. https://doi.org/10.2307/2393203

Baradarani, S., & Kilic, H. (2018). Service innovation in the hotel industry: culture, behavior,

SMARC:=:-....


https://doi.org/10.1108/EJIM-01-2017-0007
https://doi.org/10.1108/PR-04-2018-0133
https://hdl.handle.net/10419/188275
https://doi.org/10.1016/j.sbspro.2013.06.637
https://doi.org/10.2307/2393203

Unveiling the Nexus: How High-Performance Work Practices Influence Employee ...... 91

performance. The Service Industries  Journal, 38(13-14), 897-92.
https://doi.org/10.1080/02642069.2017.1420172

Bido, D., da Silva, D., & Ringle, C. (2014). Structural Equation Modeling with the Smartpls.
Brazilian Journal of Marketing, 13(2), 56—73. http://hdl.handle.net/11420/5429

Boshoff, C., & Allen, J. (2000). The influence of selected antecedents on frontline staff's
perceptions of service recovery performance. International Journal of Service Industry
Management, 11(1), 63-90. https://doi.org/10.1108/09564230010310295

Bos-Nehles, A., Renkema, M., & Janssen, M. (2017). HRM and innovative work behavior: A
systematic  literature  review.  Personnel  Review,  46(7), 1228-1253.
http://dx.doi.org/10.1108/PR-09-2016-0257

Byrne, Z. S., & Hochwarter, W. A. (2008). Perceived organizational support and performance:
Relationships across levels of organizational cynicism. Journal of Managerial
Psychology, 23(1), 54-72. https://doi.org/10.1108/02683940810849666

Choi, S. B., Kim, K., Ullah, S. E., & Kang, S. W. (2016). How transformational leadership
facilitates innovative behavior of Korean workers: Examining mediating and moderating
processes. Personnel Review, 45(3), 459-479. https://doi.org/10.1108/PR-03-2014-0058

Chuang, C. H., & Liao, H. U. I. (2010). Strategic human resource management in service context:
Taking care of business by taking care of employees and customers. Personnel
Psychology, 63(1), 153-196. https://doi.org/10.1111/j.1744-6570.2009.01165.x

Connelly, B. L., Certo, S. T., Ireland, R. D., & Reutzel, C. R. (2011). Signaling theory: A review
and assessment. Journal of Management, 37(2), 39-67.
https://doi.org/10.1177/0149206310388419

Crossan, M. M., and Apaydin, M. (2010). A multi-dimensional framework of organizational
innovation: A systematic review of the literature. Journal of Management Studies, 47(6),
1154-1191. https://doi.org/10.1111/j.1467-6486.2009.00880.x

Datta, D. K., Guthrie, J. P., & Wright, P. M. (2005). Human resource management and labor
productivity: does industry matter?. Academy of Management Journal, 48(1), 135-145.
https://doi.org/10.5465/amj.2005.15993158

Dawley, D., Houghton, J. D., & Bucklew, N. S. (2010). Perceived organizational support and
turnover intention: The mediating effects of personal sacrifice and job fit. The Journal of
Social Psychology, 150(3), 238-257. https://doi.org/10.1080/00224540903365463

De Jong, J. P., & Den Hartog, D. N. (2007). How leaders influence employees' innovative
behaviour. European Journal of Innovation management, 10(1), 41-64.
https://doi.org/10.1108/14601060710720546

De Jong, P. J., and Den Hartog, D. (2010). Measuring innovative work behaviour. Creativity and
Innovation Management, 19(1), 23-36. https://doi.org/10.1111/].1467-
8691.2010.00547.x

De Spiegelaere, S., Van Gyes, G., De Witte, H., Niesen, W., & Van Hootegem, G. (2014). On the
relation of job insecurity, job autonomy, innovative work behaviour and the mediating
effect of work engagement. Creativity and Innovation Management, 23(3), 318-330.
https://doi.org/10.1111/caim.12079

Delery, J. E., & Doty, D. H. (1996). Modes of theorizing in strategic human resource management:
Tests of universalistic, contingency, and configurational performance predictions.
Academy of Management Journal, 39(4), 802-835. https://doi.org/10.5465/256713

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001). Reciprocation of
perceived organizational support. Journal of Applied Psychology, 86(1), 42.
https://psycnet.apa.org/doi/10.1037/0021-9010.86.1.42

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived organizational support and
employee diligence, commitment, and innovation. Journal of Applied Psychology, 75(1),
51. https://psycnet.apa.org/doi/10.1037/0021-9010.75.1.51

Eisenberger, R., Rhoades Shanock, L., & Wen, X. (2020). Perceived organizational support; Why

SMARC=...


https://doi.org/10.1080/02642069.2017.1420172
http://hdl.handle.net/11420/5429
https://doi.org/10.1108/09564230010310295
http://dx.doi.org/10.1108/PR-09-2016-0257
https://doi.org/10.1108/02683940810849666
https://doi.org/10.1108/PR-03-2014-0058
https://doi.org/10.1111/j.1744-6570.2009.01165.x
https://doi.org/10.1177/0149206310388419
https://doi.org/10.1111/j.1467-6486.2009.00880.x
https://doi.org/10.5465/amj.2005.15993158
https://doi.org/10.1080/00224540903365463
https://doi.org/10.1108/14601060710720546
https://doi.org/10.1111/j.1467-8691.2010.00547.x
https://doi.org/10.1111/j.1467-8691.2010.00547.x
https://doi.org/10.1111/caim.12079
https://doi.org/10.5465/256713
https://psycnet.apa.org/doi/10.1037/0021-9010.86.1.42
https://psycnet.apa.org/doi/10.1037/0021-9010.75.1.51

92 Shaheen et al.

caring about employees counts. Annual Review of Organizational Psychology and
Organizational Behavior, 7, 101-124. https://psycnet.apa.org/doi/10.1037/0021-
9010.75.1.51

Elidemir, S., Ozturen, A., & Bayighomog, S. W. (2020). Innovative behaviors, employee
creativity, and sustainable competitive advantage: A moderated
mediation. Sustainability, 12(8), 3295. https://doi.org/10.3390/su12083295

Escriba-Carda, N., Balbastre-Benavent, F., & Canet-Giner, M. T. (2017). Employees' perceptions
of high-performance work systems and innovative behaviour: The role of exploratory
learning. European Management Journal, 35(2), 273-281.
https://doi.org/10.1016/j.em].2016.11.002

Euromonitor. (2018). Travel in Pakistan. https://www.euromonitor.com/ travel-in-Pakistan/report.

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable variables and
measurement error: Algebra and statistics. https://doi.org/10.1177/002224378101800313

Geisser, S. (1974). A predictive approach to the random effect model. Biometrika, 61(1), 101-107.
https://doi.org/10.1093/biomet/61.1.101

Gotz, O., Liehr-Gobbers, K., & Krafft, M. (2009). Evaluation of structural equation models using
the partial least squares (PLS) approach. In Handbook of partial least squares: Concepts,
methods, and applications (pp. 691-711). Berlin, Heidelberg: Springer Berlin Heidelberg.
https://doi.org/10.1007/978-3-540-32827-8 30

Haider, S., Jabeen, S., & Ahmad, J. (2018). Moderated mediation between work-life balance and
employee job performance: The role of psychological well-being and satisfaction with
coworkers. Revista de Psicologia del Trabajo y de las Organizaciones, 34(1), 29-37.
https://doi.org/10.5093/jwop2018a4

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A primer on partial least squares
structural equation modeling (PLS-SEM) (2nd ed.). SAGE.

Hair, Jr, J. F., Sarstedt, M., Matthews, L. M., & Ringle, C. M. (2016). Identifying and treating
unobserved heterogeneity with FIMIX-PLS: part I-method. European Business Review,
28(1), 63-76. https://doi.org/10.1108/EBR-09-2015-0094

Hannah, D., & lverson, R. (2004). Employment relationships in context: Implications for policy
and practice. The employment relationship: Examining psychological and contextual
perspectives, 332, 350. https://doi.org/10.1093/050/9780199269136.003.0015

Hayes, B. E. (1994). How to measure empowerment. Quality Progress, 27, 41-41.

He, C., Gu, J., & Liu, H. (2018). How do department high-performance work systems affect
creative performance? A cross-level approach. Asia Pacific Journal of Human
Resources, 56(3), 402-426. https://doi.org/10.1111/1744-7941.12156

Henderson, I. L., Avis, M., & Tsui, W. H. K. (2018). Testing discontinuous innovations in the
tourism industry: The case of scenic airship services. Tourism Management, 66, 167-179.
https://doi.org/10.1016/j.tourman.2017.12.007

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant
validity in variance-based structural equation modeling. Journal of the Academy of
Marketing Science, 43(1), 115-135. https://doi.org/10.1007/s11747-014-0403-8

Hui, L., Qun, W., Nazir, S., Mengyu, Z., Asadullah, M. A., & Khadim, S. (2021). Organizational
identification perceptions and millennials' creativity: testing the mediating role of work
engagement and the moderating role of work values. European Journal of Innovation
Management, 24(5), 1653-1678. https://doi.org/10.1108/EJIM-04-2020-0165

Jaiswal, D., & Dhar, R. L. (2017). Impact of human resources practices on employee creativity in
the hotel industry: The impact of job autonomy. Journal of Human Resources in
Hospitality & Tourism, 16(1), 1-21. https://doi.org/10.1080/15332845.2016.1202035

Jiang, K., Lepak, D.P., Han, K., Hong, Y., Kim, A., & Winkler, A. (2012), Clarifying the construct
of human resource systems: relating human resource management to employee
performance.  Human  Resource = Management  Review, 22(2), 73-85.

SMARC=...


https://psycnet.apa.org/doi/10.1037/0021-9010.75.1.51
https://psycnet.apa.org/doi/10.1037/0021-9010.75.1.51
https://doi.org/10.3390/su12083295
https://doi.org/10.1016/j.emj.2016.11.002
https://doi.org/10.1177/002224378101800313
https://doi.org/10.1093/biomet/61.1.101
https://doi.org/10.1007/978-3-540-32827-8_30
https://doi.org/10.5093/jwop2018a4
https://doi.org/10.1108/EBR-09-2015-0094
https://doi.org/10.1093/oso/9780199269136.003.0015
https://doi.org/10.1111/1744-7941.12156
https://doi.org/10.1016/j.tourman.2017.12.007
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1108/EJIM-04-2020-0165
https://doi.org/10.1080/15332845.2016.1202035

Unveiling the Nexus: How High-Performance Work Practices Influence Employee ...... 93

https://doi.org/10.1016/j.hrmr.2011.11.005

Kilroy, S., Flood, P. C., Bosak, J., & Chénevert, D. (2016). Perceptions of high-involvement work
practices and burnout: the mediating role of job demands. Human Resource Management
Journal, 26(4), 408-424. https://doi.org/10.1111/1748-8583.12112

Kong, H., Sun, N., & Yan, Q. (2016). New generation, psychological empowerment: can
empowerment lead to career competencies and career satisfaction?. International Journal
of Contemporary Hospitality Management, 28(11), 2553-2569.
https://doi.org/10.1108/IJCHM-05-2014-0222

Kooij, D. T., Jansen, P. G., Dikkers, J. S., & De Lange, A. H. (2010). The influence of age on the
associations between HR practices and both affective commitment and job satisfaction:
A meta-analysis. Journal of organizational behavior, 31(8), 1111-1136.
https://doi.org/10.1002/job.666

Levenson, A. R. (2010). Millennials and the world of work: An economist’s perspective. Journal
of Business and Psychology, 25, 257-264. https://doi.org/10.1007/s10869-010-9170-9

Manzoor, F., Wei, L., Asif, M., Hagq, M. Z. U., & Rehman, H. U. (2019). The contribution of
sustainable tourism to economic growth and employment in Pakistan. International
Journal of Environmental Research and Public Health, 16(19), 3785.
https://doi.org/10.3390/ijerph16193785

Maria Stock, R., Jong, A. D., & Zacharias, N. A. (2017). Frontline employees' innovative service
behavior as key to customer loyalty: Insights into FLES' resource gain spiral. Journal of
Product Innovation Management, 34(2), 223-245. https://doi.org/10.1111/jpim.12338

Messersmith, J. G., Patel, P. C., Lepak, D. P., & Gould-Williams, J. S. (2011). Unlocking the black
box: Exploring the link between high-performance work systems and performance.
Journal of Applied Psychology, 96, 1105-1118.
https://psycnet.apa.org/doi/10.1037/a0024710

Miao, R. T., and Cao, Y. (2020). Impact of high-Performance work systems on employee
innovation behavior from the perspective of capital integration: a cross-level study. Econ.
Sci, 4, 72-85.

Montani, F., Courcy, F., & Vandenberghe, C. (2017). Innovating under stress: The role of
commitment and leader-member exchange. Journal of Business Research, 77, 1-13.
https://doi.org/10.1016/j.jbusres.2017.03.024

Moosvi, A., & Ali, S. T. (2022). Hotel and Restaurant Industries of Pakistan: Opportunities and
Market Dynamics (No. 2022: 76). Pakistan Institute of Development Economics.

Ogbonnaya, C., & Messersmith, J. (2019). Employee performance, well-being, and differential
effects of human resource management subdimensions: Mutual gains or conflicting
outcomes?  Human  Resource  Management Journal, 29(3), 509-526.
https://doi.org/10.1111/1748-8583.12203

Pahos, N., & Galanaki, E. (2022). Performance effects of high performance work systems on
committed, long-term employees: A multilevel study. Frontiers in Psychology, 13,
825397. https://doi.org/10.3389/fpsyg.2022.825397

Peccei, R. & Van De Voorde, K. (2019). Human resource management-well-being—performance
research revisited: Past, present, and future. Human Resource Management Journal,
29(4), 539-563. https://doi.org/10.1111/1748-8583.12254

Ramamoorthy, N., Flood, P.C., Slattery, T., & Sardessai, R. (2005), Determinants of innovative
work behavior: development and test of an integrated model. Creativity and Innovation
Management, 14(2), 142- 150. https://doi.org/10.1111/].1467-8691.2005.00334.x

Ramsay, H., Scholarios, D., & Harley, B. (2000). Employees and high-performance work systems:
Testing inside the black box. British Journal of Industrial Relations, 38(4), 501-531.
https://doi.org/10.1111/1467-8543.00178

Rhoades, L. & Eisenberger, R. (2002). Perceived organizational support: a review of the literature.
Journal of Applied Psychology, 87(4), 698-714.

SMARC=...



https://doi.org/10.1016/j.hrmr.2011.11.005
https://doi.org/10.1111/1748-8583.12112
https://doi.org/10.1108/IJCHM-05-2014-0222
https://doi.org/10.1002/job.666
https://doi.org/10.1007/s10869-010-9170-9
https://doi.org/10.3390/ijerph16193785
https://doi.org/10.1111/jpim.12338
https://psycnet.apa.org/doi/10.1037/a0024710
https://doi.org/10.1016/j.jbusres.2017.03.024
https://doi.org/10.1111/1748-8583.12203
https://doi.org/10.3389/fpsyg.2022.825397
https://doi.org/10.1111/1748-8583.12254
https://doi.org/10.1111/j.1467-8691.2005.00334.x
https://doi.org/10.1111/1467-8543.00178

94 Shaheen et al.

https://psycnet.apa.org/doi/10.1037/0021-9010.87.4.698

Ridwan, M., Mulyani, S. R., & Ali, H. (2020). Improving employee performance through
perceived organizational support, organizational commitment, and organizational
citizenship behavior. Systematic Reviews in Pharmacy, 11(12).
https://www.sysrevpharm.org/abstract/improving-employee-performance-through-
perceived-organizational-support-organizational-commitment-and-organizational-cit-
67128.html

Ringle, C., Da Silva, D., & Bido, D. (2015). Structural equation modeling with the
SmartPLS. Bido, D., da Silva, D., & Ringle, C.(2014). Structural Equation Modeling with
the Smartpls. Brazilian Journal Of Marketing, 13(2). 10.5585/remark.v13i2.2717

Salin, D., & Notelaers, G. (2020). Friend or foe? The impact of high-performance work practices
on workplace bullying. Human Resource Management Journal, 30(2), 312-326.
https://psycnet.apa.org/doi/10.1111/1748-8583.12281

Sanders, K., Moorkamp, M., Torka, N., Groeneveld, S., & Groeneveld, C. (2010). How to support
innovative behavior? The role of LMX and satisfaction with HR practices. Technology
and Investment, 1, 59-68. http://doi:10.4236/ti.2010.11007

Scott, S. G., and Bruce, R. A. (1994). Determinants of innovative behavior: A path model of
individual innovation in the workplace. Academy of Management Journal, 37(3), 580-
607. https://doi.org/10.5465/256701

Shore, L. M., & Wayne, S. J. (1993). Commitment and employee behavior: Comparison of
affective commitment and continuance commitment with perceived organizational
support. Journal of Applied Psychology, 78(5), T74.
https://psycnet.apa.org/doi/10.1037/0021-9010.78.5.774

Spence, M. (1978). Job market signaling. In Uncertainty in economics (pp. 281-306). Academic
Press. https://doi.org/10.1016/B978-0-12-214850-7.50025-5

Sun, J.,, & Wang, H. (2016). The potential mechanisms involved in the negative effect of high
performance work system. Advances in Psychological Science, 24(7), 1091.
https://doi.org/10.3724/SP.J.1042.2016.01091

Takeuchi, R., Lepak, D. P., Wang, H., & Takeuchi, K. (2007). An empirical examination of the
mechanisms mediating between high-performance work systems and the performance of
Japanese organizations. Journal of Applied Psychology, 92(4), 1069-1083.
https://doi.org/10.1037/0021-9010.92.4.1069

Tian, X., Peng, X., and Peng, X. (2021). Influence of prosocial motivation on employee creativity:
the moderating role of regulatory focus and the mediating role of knowledge sharing.
Frontiers in Psychology, 12, 704630. https://doi.org/10.3389/fpsyq.2021.704630

Tuzun, I. K., & Kalemci, R. A. (2018). Workplace deviance and human resource management
relations: A case study of Turkish hotel employees. Journal of Human Resources in
Hospitality & Tourism, 17(2), 13-—153. https://doi.org/10.1080/15332845.2017.1340740

Van de Voorde, K., Paauwe, J., & Van Veldhoven, M. (2011). Employee well-being and the
HRM-organizational performance relationship: A review of quantitative studies.
International Journal of Management Reviews, 14(4), 391-407.
https://doi.org/10.1111/j.1468-2370.2011.00322.x

Waileruny, H. T. (2014). Perceived Organizational Support, Job Satistaction Dan Organizational
Citizenship Behavior Pada PT. Bank Maluku Cabang Utama Kota Ambon. Agora, 2(2),
1395-1403.

Wu, C. H., Parker, S. K., & De Jong, J. P. (2014). Need for cognition as an antecedent of individual
innovation behavior. Journal of Management, 40(6), 1511-1534.
https://doi.org/10.1177/0149206311429862

Zhang, Y., & Begley, T. (2011), Perceived organizational climate, knowledge transfer and
innovation in China-based research and development companies. The International
Journal of Human Resource Management, 22(1), 34-56.

SMARC=...


https://psycnet.apa.org/doi/10.1037/0021-9010.87.4.698
https://www.sysrevpharm.org/abstract/improving-employee-performance-through-perceived-organizational-support-organizational-commitment-and-organizational-cit-67128.html
https://www.sysrevpharm.org/abstract/improving-employee-performance-through-perceived-organizational-support-organizational-commitment-and-organizational-cit-67128.html
https://www.sysrevpharm.org/abstract/improving-employee-performance-through-perceived-organizational-support-organizational-commitment-and-organizational-cit-67128.html
https://psycnet.apa.org/doi/10.1111/1748-8583.12281
http://doi:10.4236/ti.2010.11007
https://doi.org/10.5465/256701
https://psycnet.apa.org/doi/10.1037/0021-9010.78.5.774
https://doi.org/10.1016/B978-0-12-214850-7.50025-5
https://doi.org/10.3724/SP.J.1042.2016.01091
https://doi.org/10.1037/0021-9010.92.4.1069
https://doi.org/10.3389/fpsyg.2021.704630
https://doi.org/10.1080/15332845.2017.1340740
https://doi.org/10.1111/j.1468-2370.2011.00322.x
https://doi.org/10.1177/0149206311429862

Unveiling the Nexus: How High-Performance Work Practices Influence Employee ...... 95

http://dx.doi.org/10.1080/09585192.2011.538967

Zhu, Y. Q., Gardner, D. G., & Chen, H. G. (2018). Relationships between work team climate,
individual motivation, and creativity. Journal of Management, 44(5), 2094-2115.
https://doi.org/10.1177/0149206316638161

SMARC=...


http://dx.doi.org/10.1080/09585192.2011.538967
https://doi.org/10.1177/0149206316638161

