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[bookmark: _Toc26277497]Abstract
The main aim of this research is to construct and test an interactional relationship by investigating the role of sustainable HRM in generating and sustaining positive organizational outcomes aided by the supplementing effect of relative mediators. The research framework is constructed in relation to the United Arab Emirates culture, as an outer governing culture, and the specific culture of the targeted business sectors; i.e. Healthcare and Oil & Gas. The research was built on the theoretical basis of social exchange theory and resource-based view of the firm. The social exchange theory used to explain the interactions between employees and their organizations in term of reciprocation of what they perceive as beneficial to them. The resource-based view of the firm was used to explain the competitive advantage of building up effective human capital through sustainable HRM system.
Data were collected through web-based survey, taking advantage of the assured anonymity of respondents and the convenience of casting the responses with negligible external effect that might cause bias. The response rate for Healthcare sector was 80.2% (481 responses), and Oil & Gas was 51.3% (308 responses) based on 600 total participation requests sent out for each sector. All responses were full-time employees from both sectors. Research data were analyzed through first and second order confirmatory factor analysis (CFA) and second order structural equation modeling (SEM) to test the model fit and assure the validity of the proposed research framework. The hypotheses were tested using hierarchical multiple regression based on the recommendations of Baron and Kenny (1964) and in line with recent published research.
In both sectors, the sustainable HRM was found to have significant direct relation with positive organizational outcomes; i.e. employee performance and perceived sustainable organizational support. However, significant but varying mediational effect levels were found for the proposed mediation factors with full and partial mediations in Oil & Gas sector and partial mediations only in the case of Healthcare sector.
The theoretical and practical implications of this study cover several areas. The first theoretical implication is the success in building the study framework on multiple theoretical backgrounds, which helped in creating a theme of combining theories and support interpreting the results in a joint matter. Additionally, the use of self-reporting of employee perception helped in linking the reaction of employees toward effective implementation of HRM systems.
On the practical side, the study implies the dominant influence of sustainable on the attainment of positive organizational outcomes. Furthermore, the positive perception of employees implies the importance of sustaining positive perception within the organization in order to positively impact employees’ retention rate by adapting different combinations of organizational practices.
The originality of this study sources from the adoption of a unique and new way of looking at HRM and the effective buildup and testing of an interactional framework that is adaptive and can fit different organizational settings. The testing of the proposed framework in two distinct business sectors added a great value to the possibility to generalize the framework and making sure future implementation of the same framework of study approach is possible if changing environments and business conditions.
The study limitations were linked to five major areas that are associated with the limited scope of the study in terms of constructs and business sectors in addition to the limitation imposed due to the use of statistical correlations and the subjectivity of self-reporting mechanism.
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[bookmark: _Toc26277504]CHAPTER ONE: Introduction
This chapter is an entrance to the current study and gate to the understanding of the main highlights of the study with particular emphasis on the background of the problem, study aims and objectives, research questions and hypotheses, research methodology, research significance, limitations, the definition of terms, and the organization of the study. It is worth highlighting that the term “study” and “research” will be interchangeably used throughout the write up with exact meaning referring to the effort put together throughout the journey of fulfilling the requirement of the DBA program and seen in its final form of the dissertation produced.
1.1. [bookmark: _Toc26277505]Background of the Problem
The success of organizational vision and strategy depends on the practical development of the human resource, as the backbone of businesses, focusing on continuous enhancement of their competency and effectiveness (Cherian and Farouq, 2013; Shedid and Russell, 2017). The traditional view of human resource function focused on individual employees, specific jobs, and individual practice (Becker et al., 2001) with a consideration of a direct relationship between employees’ and organizational performance (Khatri et al., 2006). This view has been further developed into various thinking paradigms, including strategic human resource, high-performance work systems, sustainable human resource, and many others. Human resource management (HRM) is an integral part of organizations which entails the use of policies, procedures, and practices and several other functions necessary to plan, train, and support the existing workforce (Çalişkan, 2010). The prime focus of HRM is on how people are situated within the organization and the effective utilization of their skills (Sergio et al., 2017; Singh and Sharma, 2015).
Moreover, HRM plays a vital role in developing specific capabilities to shape a workforce that is hard to imitate by competitors and a source of a more significant performance (Chapman et al., 2016). At the micro-level, organizations are always looking for ways to develop a highly competitive workforce, looking at the granularity of elements ensuring maximum productivity to ensure organizational survival in a competitive business environment (Chiang et al., 2011; Renee Baptiste, 2008). However, at the higher macro level, countries are concerned with the notion of global competitiveness with a higher demand for a qualified workforce to enable the realization of its vision of national development.
The Gulf Co-Operation Council (GCC) countries, in general, have set ambitious standards in global development with substantial achievements in economic growth however with the primary challenge in human resources management and development (Ali, 2011; Emirates247, 2009). In the 2015 Global Human Capital Trends report by Deloitte, it was emphasized that the current challenges facing HRM in the Middle East as being learning and development, reinventing human resource management, leadership and culture, and engagement. The report further added that the organization should innovate their HRM practices, the way they evaluate and manage people, besides how leaders operate (Arabian Gazette, 2015). Consequently, attaining and sustaining high economic growth rate will require the establishment and management of qualified human capital and knowledge resources (AlYahya, 2011). One of the crucial challenges faced by the United Arab Emirates (UAE) and the Gulf Cooperation Council countries, in general, is the effective implementation of human resource management (Ali, 2011). Another challenge is human resources development despite their notable economic achievements over the last 50 years (Emirates247, 2009).
The UAE is a member of the GCC geographically located on the Arabian Gulf. The UAE is a federation of seven emirates (Abu Dhabi, Ajman, Dubai, Fujairah, Ras Al Khaimah, Sharjah, and Umm Al-Quwain), formed in 1971, and is located in the southeast of the Arabian Peninsula (Loney et al., 2013). The UAE occupies approximately 83,600 square kilometers of the Arabian Peninsula and shares borders with Saudi Arabia to the west, north-west, and south, and with Oman to the east and north-east (Wilkins, 2001).  In spite of being relatively a young economy, the UAE continues to lead regarding business development and is ranked at the top globally-improved systems (The World Bank, 2016). The UAE has strived to convert into a modern state with an open economy and tolerant society aiming toward positioning itself as a social and economic player at the regional and international levels (Al‐Suwaidi, 2011), enabling the UAE to be among the most competitive and developing nations in the world (Ahmed, 2015).
Furthermore, concerning business development, the UAE continues to lead in the region (one of the richest in the world) and has recently been ranked as the most improved globally (The World Bank, 2016). The UAE’s economy is among fastest developing economies in the Middle East, North Africa, and the Arabian Gulf region with an objective to be a leading service-oriented economy (Ibrahim and Al Falasi, 2014; Siddique, 2004). The UAE’s economy, though relatively young, is highly diversified, encompassing tourism, manufacturing, logistics, banking, and finance, with a diversified workforce of over 180 nationalities, differing in culture, religion, and ethnicity (Ahmed, 2015; Jabeen et al., 2015). The diversified workforce imposes a significant developmental challenge being faced in Arab and Gulf region (Harry, 2007), demanding a focus on effective management of human resource as an enabler to realize the strategic vision of the country (The Government of Abu Dhabi, 2008).
Moreover, the Economic Vision 2030 of Abu Dhabi (the capital of the UAE), is built upon strategic pillars in which the cultural wealth besides the social and human capital development represents the pre-eminent objective and motivator behind all policies and initiatives to ensure long-term success (The Government of Abu Dhabi, 2008). The economic pillars are assured proper development through the development of human resources, sustainable operations, and economic growth. Apparently, the setting of this vision and strategy is based upon the fact that human resource is the backbone for businesses (Ahmed, 2015; Khatri et al., 2006; Srinivasan and Chandwani, 2014) and hence the effort invested in enhancing the skills and management are the main subject placed before the human resource professionals and top management in all business sectors (Cherian and Farouq, 2013). Additionally, developing and managing employee performance is, by far, a strategic approach for delivering sustained success to organizations through developing capabilities of teams and individual contributions (Suliman and Al-Sabri, 2009).
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The oil and gas sector has been the backbone of the UAE’s economy for over four decades and is expected to remain the largest source of income, sustaining the development and prosperity achieved in recent times. Additionally, as one of the vital growth enablers in the UAE, the oil and gas sector is expected to contribute significantly to the UAE’s economic evolution and diversification (The Government of Abu Dhabi, 2008). Therefore, establishing and sustaining a productive workforce, managed by state-of-the-art human resource management (HRM) systems, is a necessity recognized in the UAE, as a tool employed to develop the workforce across all industry sectors, especially critical areas such as oil and gas and healthcare sectors. 
Following the same course of logic, developing the economic system of any country will undoubtedly depend upon the active development of business sectors which, in turn, will be highly dependent upon the development of the fundamental building blocks of all these sectors, namely their employees. Furthermore, organizations within the oil and gas and healthcare sectors distinguish the fact that they should not solely focus on enhancing human resource practices but also build organizations and networks with flexibility and agility to motivate people and position them in unique manners to create sustainable advantage and growth (Hart and McKenna, 1998; Wilson, 2005). 
Specific to the UAE, the national healthcare system is actively expanded to meet the growing needs and to support economic diversification, where it has witnessed a dramatic expansion over the past four decades (The US-UAE Business Council, 2016). The UAE intends to successfully compete in this market by developing world-class healthcare facilities with an objective of assuring premium healthcare services to all those living in the UAE (The Government of Abu Dhabi, 2008). As part of the strategic vision, the UAE puts a significant focus on the quality delivered by this sector, which in turn is highly dependent upon the quality of human resource within this sector. Furthermore, valid measurement of healthcare facilities performance is set as a high priority and an element that enables sustainable quality services.
One of the primary building blocks of healthcare facility performance is the quality of service provided by healthcare facilities (Al Mawali et al., 2017), an aspect that healthcare organizations always seek to advance (Elsous et al., 2017). The perception of the quality of such services differs among internal stakeholders given the diversity of roles within the healthcare facilities ranging from administrative staff to highly specialized professionals (Alrashdi and Al Qasmi, 2012). Their perception differs on the service delivery and means of knowledge required for the assurance of quality delivery of different parts of the overall service provided by the facility. The common factor between all internal stakeholders is the human resource and how improvements in the management of this resource can make a difference in the service quality of any healthcare facility. Healthcare as a service and knowledge-intensive industry is highly sensitive to the competency level of the workforce which will ultimately influence the quality of the service provided (Al Mawali et al., 2017; McBride and Mustchin, 2013).
Furthermore, the UAE business development plan shed more considerable attention to healthcare sector which is undergoing an active and fast pace reform and expansion envisioned to serve a growing population (The Government of Abu Dhabi, 2008) and provide world-class healthcare services to the entire community living in the UAE (Suliman and Al-Sabri, 2009). Therefore, measures have been taken by the UAE government to ensure that quality services are provided within the healthcare sector as part of the strategic plan for the UAE (Younies et al., 2016). The reformation and advancement of healthcare services quality in the UAE should logically be linked to the competency and robustness of the workforce providing the services assuring the delivery at the anticipated quality levels.
Moreover, despite the depicted importance of HRM in maximizing employees’ performance and other outcomes, organizations do not always emphasize this enough, leading to the under-utilization of their human resources (Ehnert and Harry, 2012; Jibrin-Bida et al., 2017; Moideenkutty et al., 2011). This research aims to bridge this gap by linking HRM with positive organizational outcomes through empirical evidence to support earlier suppositions. Additionally, adopting sustainability as a rationale for studying HRM is still in its early stages (Ehnert and Harry, 2012), making the investigation of the sustainability element in the HRM a useful addition with a high potential of influence on organizational outcomes. Henceforth, this study is seeking to answer three basic questions of what, why, and how sustainable HRM is influencing positive organizational outcomes. The “what” part is addressed by focusing on sustainable HRM practices as an element of organizational existence. However, the answer to the “why” is directed through the resource-based view of the firm and its focus on the mandate of building a competitive advantage for the organization. The last element of “how” is addressed through social exchange theory and its support to the understanding of the mechanism that creates the norm of reciprocity relationship between the employees and their organizations. Therefore, this research further supports and adds to the argument of the basics of HRM value-addition through cross-consideration based on earlier research and adds to current understanding. 
1.2. [bookmark: _Toc26277509]Research Gap
Worldwide, organizations are challenged by an accelerated competition in attracting and retaining talented individuals with specialized knowledge, skills, and expertise who are a core resource that is considered when setting the organizational strategic objectives (Bartlett and Ghoshal, 2002; Srinivasan and Chandwani, 2014). Similarly, as part of the global business setting, managers and business leaders in the UAE should always be concerned with the effective designing of sustainable HRM systems which enable productive workforce leading to high organizational performance and sustainable competitive advantage (Chapman et al., 2016; Singh and Sharma, 2015). Additionally, HRM systems assure benefits to organizations and employees by driving the enhancement of workforce efficiency, involvement, and productivity (Cappelli and Neumark, 2001). Furthermore, the establishment of a link between organizational inputs and outcomes is rarely looked at holistically which creates a need to establish a wide-ranging overview of the factors that influence organizational outcomes (De Waal et al., 2017), specifically those relative to the UAE business environment. Moreover, despite the focus given to HRM and its impact on organizational outcomes (Mazurenko and O’Connor, 2012), ambiguity persists regarding the mechanism through which HRM influence different organizational outcomes (Chadwick and Dabu, 2009; Riaz, 2016; Savaneviciene and Stankeviciute, 2010). The relationship and influence mechanism of HRM systems on organizational outcomes is often described as a “black box” (Boxall et al., 2011; Chapman et al., 2016; Fey et al., 2009; Hameed et al., 2017; Plimmer et al., 2017; Van Rhee and Dul, 2018) indicating the need to adequately explore this relationship and obtain better understanding of influence mechanism (Paauwe and Boselie, 2003). The primary concern addressed in this study is the need to understand the operationalization process which HRM facilitate to develop the target organizational outcomes.
Specific to this research, this concern is supported by the fundamental assumption of HRM that organizational performance and individual performance are influenced by a set of HRM practices (April Chang and Chun Huang, 2005) and the need of establishing a direct link between sustainable HRM application and positive organizational outcomes (Dhiman and Mohanty, 2010). Therefore, the sustainability of employee performance is directly linked to their motivation, satisfaction, commitment and other behavioral outcomes that are highly associated with HRM practices (Stroh and Caligiuri, 1998; Suliman and Al-Sabri, 2009). Therefore, the identification of HRM practices and effective buildup of such systems will enable a better understanding of their relative impact on the targeted organizational outcomes. More specifically, success in obtaining organizational outcomes will require real creativity not only in addressing the HRM issues but developing a comprehensive solution that cater for the challenge of sustaining productive workforce (Hart and McKenna, 1998), a challenge that need to be adequately addressed in the UAE business environment in general (Sergio et al., 2017).
Therefore, this research will examine the relationship between sustainable HRM and the effect on sustaining positive organizational outcomes. The study will also discuss the extent to which the relationship between sustainable HRM and positive organizational outcomes is mediated by different factors; namely organizational knowledge sharing and employee empowerment. Examining the interactional relationships between sustainable HRM and positive organizational outcomes through the proposed mediation is drawn from the fact that defining interactional relationships will enable organizations to design and apply their HRM system in reaction to organizational requirements and changing business environment.
This research will aim at bridging the gap of the development of effective and sustainable HRM systems relative to the UAE context which will, in turn, help in advancing the development of two major critical sectors; namely oil and gas and healthcare. The first sector is a current enabler of the realization of the country's vision while the latter being a future enabler that is being massively developed. Moreover, building strategic human resources management is crucial for emerging economies such as the UAE's keeping into consideration the recognized glocal workforce setting. Furthermore, the selection of UAE business sectors, is essential since most of the research related to HRM and its relation to organizational outcomes have been conducted in Western culture (Akong'o Dimba, 2010; Fan et al., 2014; Riaz, 2016) where the extension toward different cultural setting should be considered and not to be confined to the US and similar cultures (Guest et al., 2004).
1.3. [bookmark: _Toc482536752][bookmark: _Toc483258721][bookmark: _Toc26277510]Research Aims and Objectives
The purpose of this study is to investigate the relationship between sustainable HRM and positive organizational outcomes, more specifically, employee performance and perceived sustainable organizational support. The study objective is sought after by confirming such interactional relationships within the UAE context in two major industry sectors. Therefore, the study aims at reaching a better understanding of the proposed relationships guided by the need to explore and employ the proper and relative practical and theoretical aspects.
On the practical aspect, the setting of organizational vision and strategy should always be based on human resources as the backbone of the businesses, with more effort capitalized in enhancing the human capital competency and effectiveness (Cherian and Farouq, 2013). Additionally, effective human resource strategies should target specific segments of the workforce depending on the organizational need and requirement by blending HRM systems into the organizational culture and goals (Hart and McKenna, 1998).  Therefore, developing and managing employee performance is a common strategic approach for organizations in delivering sustained success by developing the capabilities of teams and individuals (Suliman and Al-Sabri, 2009), while making considerable investments to establish effective HRM systems which, in turn, will significantly impact employees’ perceptions especially at the organizational support level (Paré and Tremblay, 2007). The blending of HRM practices with clear vision and direction on the importance and criticality of the human capital necessitate the need to understand the causal relationship and creating a sustainable human capital strategy.
On the theoretical aspect, there is a consensus in the HRM literature that the effective functioning of organizations depends upon the efficiency and capability of the human resource (Anitha and Kumar, 2016; Ehnert, 2009; Teclemichael Tessema and Soeters, 2006) and that the most influential factor in shaping the future of any organization is its employees (Çalişkan, 2010; Jibrin-Bida et al., 2017; Renee Baptiste, 2008). Hence, enabling employees to contribute to their organization’s success has received much attention in the theoretical perspectives (Anitha and Kumar, 2016; Henkel et al., 2007).
Consequently, this study is seeking to understand the procedural and operational influence of sustainable HRM on positive organizational outcomes and the factors that can potentially influence the instatement of such outcomes. The study will target two sectors within the UAE business sectors; namely healthcare and oil and gas sectors. The selection of these two sectors was based on their criticality to the economy of the UAE and the criticality of HRM to such knowledge-intensive and employee-dependent sectors.
The study findings are expected to outline tools for practitioners who are seeking effective utilization of their human capital and creating and further sustaining a competitive advantage for their organizations. Moreover, the understanding of the underlying relationships between sustainable HRM and positive organizational outcomes is crucial to organizations. The understanding of how HRM systems function, hence, how to design a flexible, agile, and sustainable HRM system will help practitioners be more vigilant on how to link the overall organizational strategy to the needs of their employees so to secure the expected positive organizational outcome.
Moreover, another extension of the study objectives, from an academic perspective, is the creation of empirical evidence of the relationship between sustainable HRM and the targeted organizational outcomes in the Arabic cultural context. The testing of the direct and indirect relationships between sustainable HRM at one side and employee performance and perceived sustainable organizational support will extend the understanding of such relationships that has been extensively investigated in Western cultures and yet to reach a similar level of understanding in non-Western cultures. Additionally, the investigation of the mediating influence of different organizational factors is encouraged and will help in portraying conditions that provide positive organizational outcomes (Alfes et al., 2013; Becker and Huselid, 2010).
1.3.1. [bookmark: _Toc26277511]Research Questions and Hypotheses
This study posits that sustainable HRM will have a significant influence on positive organizational outcomes. The selected outcomes are employee performance and perceived sustainable organizational support. Furthermore, this study is seeking to associate constructs that might have a mediating influence on the proposed relationships between sustainable HRM and positive organizational outcomes.  Based on earlier arguments and discussion, the research questions that this study is seeking to examine the interactional relationships between the study constructs by answering the following research questions:
a. What is the influence of sustainable HRM practices on sustaining high employee performance?
b. What is the influence of sustainable HRM practices on sustaining perceived organizational support?
c. What is the mediating role of organizational knowledge sharing on the relationship between sustainable HRM and sustainable employee performance?
d. What is the mediating role of employee empowerment on the relationship between sustainable HRM and perceived sustainable organizational support?
Hence, this study is seeking to test four hypotheses, two as direct relationships and two are indirect mediating relationships. The hypotheses are:
Hypothesis 1: Sustainable HRM has a positive direct influence on sustainable employee performance.
Hypothesis 2: Sustainable HRM has a positive direct influence on PSOS.
Hypothesis 3: OKS will mediate the relationship between sustainable HRM practices and sustainable employee performance.
Hypothesis 4: Employee empowerment will mediate the relationship between sustainable HRM and PSOS.
The proposed relationships and hypotheses are shown in Figure 1.1.

[bookmark: _Toc18446488]Table 1. 1: Research Questions, Objectives, and Hypotheses
	Research Question
	Research Objective
	Research Hypothesis

	RQ1: What is the influence of sustainable HRM on sustaining high employee performance?
	RO1: Seeking to understand the procedural and operational influence of sustainable HRM on positive organizational outcomes
	H1: Sustainable HRM has a positive direct influence on sustainable employee performance.

	RQ2: What is the influence of sustainable HRM on sustaining perceived organizational support?
	
	H2: Sustainable HRM has a positive direct influence on PSOS.

	RQ3: What is the mediating role of organizational knowledge sharing on the relationship between sustainable HRM and employee performance?
	RO2: Seeking to understand the effect of factors that can potentially influence the instatement of positive organizational outcomes.
	H3: OKS will mediate the relationship between sustainable HRM and sustainable employee performance.

	RQ4: What is the mediating role of employee empowerment on the relationship between sustainable HRM and perceived sustainable organizational support?
	
	H4: Employee empowerment will mediate the relationship between sustainable HRM and PSOS.



	 [image: ]


[bookmark: _Toc6155215][bookmark: _Toc18446591]Figure 1. 1: Study framework and hypothesis

This study is a pioneering attempt and an initial effort aimed at setting the act for testing interactive HRM role within organizations with a direct link to sustainability in the UAE context. This aim is sought through the establishment of an operational mechanism by which organizations can contemplate a dynamic and adaptive HRM influence by looking at the prevailing market circumstances and mandates which define organization’s objectives and competing strategy. The study aim is to fix HRM as a sustainable role-playing factor which helps in achieving varying outcomes supported by factors that possess the potential to enhance the role of HRM in obtaining the prescribed outcomes.
1.4. [bookmark: _Toc26277512]Research Methodology
The purpose of the study is to explore the interactional relationship between the study constructs through the assessment of the direct relationship between sustainable HRM practices and positive organizational outcomes while testing the mediational effect of the proposed mediators in the cultural context of the UAE. This purpose determines, to a great extent, the methodology that best fit in fulfilling the research intention. The setup of the study requires a cross-sectional phenomenological approach. A cross-sectional study usually takes a snapshot of the current situation, while the phenomenological study focuses on direct experience and behaviors (Remenyi et al., 1998). The evaluation of the relationship between sustainable HRM practices and the targeted positive organizational outcomes should not require a prolonged period of assessment.
The study will be seeking an investigation for the understanding of the causal relationships between sustainable HRM practices, as an independent factor, and sustainable employee performance and perceived sustainable organizational support, as dependent variables. Target participants of the study should be employees of the selected UAE industry sectors with enough experience to validate the existence and the influence of sustainable HRM practices and accurately indicate, to their best of knowledge, the influence of such practices on their performance and perceived organizational support. The instrument that will be used in this study will be based on well-established and tested instruments identified through literature. The assessment of the study variables will be based on employee perception. Employee perception is considered because the way employees perceive different organizational aspects significantly influence the way they feel and behave at work environments (Alfes et al., 2012; App and Büttgen, 2016; Kooij et al., 2013; Stumpf et al., 2010). Additionally, employees perceive and respond to HRM practices differently depending on a wide range of influencing factors (Den Hartog et al., 2004; Shantz et al., 2016). Also, employee perception is more important than just the presence of such practices in organizations as standards and formal procedures lacking proper implementation (Boon and Kalshoven, 2014).
The instruments will be electronically designed, and respondents will receive an electronic link via emails and appropriate social media platforms to access the survey and participate. Participation in the study survey will be voluntary with the choice to quit the at any time with guaranteed anonymity. The target population size will depend on the total population and the accessibility to each target business sector. The target sectors, as mentioned earlier, are healthcare and oil and gas with respondents having an acceptable English language fluency and demonstrate a good knowledge of the organizational setting. The study instruments will be designed in English to avoid translation errors. 
The study will be based on a quantitative research approach. The evaluation and analysis of sustainable HRM practices, two positive organizational outcomes, and two mediators require a quantitative approach that provides a more in-depth insight into the proposed relationships and validation of the proposed hypothesis. The use of statistical analysis will aid in the comparison of different variables and the relative influence of sustainable HRM practices on the dependent variables. The obtained data will be tested for validity through factor analysis to eliminate loading issues. Internal consistency will be assessed using reliability tests related to the degree of reproducibility of the results (Rakotonarivo et al., 2016).
Means and standard deviation will also be obtained to assure data quality and robustness. Correlation analysis will be carried out to test the relationships between different constructs representing independent, dependent, and mediating constructs. Regression analysis will be used to test the validity of the proposed model and testing for direct relationships with hierarchical regression used as a preliminary test for mediation effects and a practical contribution of each mediator. The study framework will then be tested using structural equation modeling (SEM) to validate the results obtained from regression analyses.
1.5. [bookmark: _Toc26277513]Research Significance
The significance of this study is highlighted in relation to its contribution to the theoretical and practical implications. The implications are expected to benefit the academics and managers in reaching new heights and adds value to both arenas. 
1. [bookmark: _Toc8606390][bookmark: _Toc13902090][bookmark: _Toc13902478][bookmark: _Toc14135133][bookmark: _Toc14375207][bookmark: _Toc14391094][bookmark: _Toc14732105][bookmark: _Toc14736031][bookmark: _Toc14736885][bookmark: _Toc15658894][bookmark: _Toc15659189][bookmark: _Toc18444029][bookmark: _Toc26277514]
1.1. [bookmark: _Toc8606391][bookmark: _Toc13902091][bookmark: _Toc13902479][bookmark: _Toc14135134][bookmark: _Toc14375208][bookmark: _Toc14391095][bookmark: _Toc14732106][bookmark: _Toc14736032][bookmark: _Toc14736886][bookmark: _Toc15658895][bookmark: _Toc15659190][bookmark: _Toc18444030][bookmark: _Toc26277515]
1.2. [bookmark: _Toc8606392][bookmark: _Toc13902092][bookmark: _Toc13902480][bookmark: _Toc14135135][bookmark: _Toc14375209][bookmark: _Toc14391096][bookmark: _Toc14732107][bookmark: _Toc14736033][bookmark: _Toc14736887][bookmark: _Toc15658896][bookmark: _Toc15659191][bookmark: _Toc18444031][bookmark: _Toc26277516]
1.3. [bookmark: _Toc8606393][bookmark: _Toc13902093][bookmark: _Toc13902481][bookmark: _Toc14135136][bookmark: _Toc14375210][bookmark: _Toc14391097][bookmark: _Toc14732108][bookmark: _Toc14736034][bookmark: _Toc14736888][bookmark: _Toc15658897][bookmark: _Toc15659192][bookmark: _Toc18444032][bookmark: _Toc26277517]
1.4. [bookmark: _Toc8606394][bookmark: _Toc13902094][bookmark: _Toc13902482][bookmark: _Toc14135137][bookmark: _Toc14375211][bookmark: _Toc14391098][bookmark: _Toc14732109][bookmark: _Toc14736035][bookmark: _Toc14736889][bookmark: _Toc15658898][bookmark: _Toc15659193][bookmark: _Toc18444033][bookmark: _Toc26277518]
1.5. [bookmark: _Toc8606395][bookmark: _Toc13902095][bookmark: _Toc13902483][bookmark: _Toc14135138][bookmark: _Toc14375212][bookmark: _Toc14391099][bookmark: _Toc14732110][bookmark: _Toc14736036][bookmark: _Toc14736890][bookmark: _Toc15658899][bookmark: _Toc15659194][bookmark: _Toc18444034][bookmark: _Toc26277519]
1.5.1. [bookmark: _Toc26277520]Theoretical Implications
The theoretical implications of this study are highlighted in the following main points, with other implications or details that will be highlighted later in the study: 
· The main theoretical implication of this study initiates from the merging two key theories in HRM literature; namely social exchange theory and resource-based view (RBV) of the firm. Combining the norm of reciprocity and the competitive advantage is intended to explore the “how” and “why” of the influence mechanism of sustainable HRM is enabling positive organizational outcomes.
· The study will employ multi-factor analysis in pursuit of a better understanding of the relationship between HRM and positive organizational outcomes. Embedding the synergistic effect of sustainable HRM practices into an interactional framework to substantiate positive outcomes through mediation is crucial for understanding the underlying mechanism and influence process within the organizational and cultural setting of this study.
· Bridging the theoretical gap of understanding the effect of sustainable HRM on varying organizational outcome and the proper factors which can effectively mediate the direct relationship. Earlier research has focused on understanding the direct association between HRM and organizational outcomes, with a need to invest more effort in exploring different paths and processes through which such outcomes are achieved (Butts et al., 2009; Dhiman and Mohanty, 2010).
1.5.2. [bookmark: _Toc26277521]Practical Implications
The practical contributions of this study can be underlined through three main perspectives relative to the UAE business environment:
· The introduction of the sustainability rationale into the HRM literature related to the UAE to bridge the gap of the relatively scarce research in this field (Ehnert and Harry, 2012).
· Extending the literature with a focus on sustainable HRM and its links to positive organizational outcomes. This research is expected to be among the pioneering effort to map sustainable HRM practices and establish the link with positive outcomes in the UAE business environment.
· Targeting employees’ perception in measuring the study constructs to understand how the inclusion of a particular construct is impacting the interactional process as perceived by employees.
Furthermore, this study practical implications contribute toward:
· The exploration of how human resource is best positioned to help in achieving an efficient and productive work environment. This direction is well seen in the current literature with an aim to better understand how human resource can enable positive outcomes through high productivity and creativity while controlling the cost of managing human resource (Combs et al., 2006).
· The advancement of organizational employee performance concerning the UAE business context. Heightened attention is given to HRM practices such as training, rewards, performance management, and employee involvement in association with organizational performance at different levels (Boselie et al., 2005) with foremost contributions coming from studies carried out in Western cultures and less contributions from other contexts such as the Arab cultures. 
· Setting the scene for sustainable HRM studies in the UAE context to explore a field that can play a potential developmental role in the relatively young and promising environment.
· Highlighting the persisting need for better understanding of the role of sustainable HRM in creating and sustaining organizational outcomes through theoretical development and empirical evidence (April Chang and Chun Huang, 2005; Nigam et al., 2011) while incorporating the cultural aspect and different business contexts.
1.6. [bookmark: _Toc26277522]Limitations
The study has several limitations related to the settings and the nature of quantitative research methodology and analysis.  The limitations are briefed in the following points, 
· Research population is based on limited business sectors. Limited business sectors scope will limit the applicability and generalizability of the findings to other business sectors and the extension of research findings to demonstrate similar operational nature in different business settings. 
· The dependency of responses on the structure of the measuring instrument, the way the questions are addressed, and the predispositions coming from the lack of experience and judgment of respondents toward their organizations in effectively implementing sustainable HRM practices within the business context.
· The selection of a limited set of variables in the study. Variable selection can be extended to cater for more variables to account for changing business environments for better association with sustainable HRM as well as different organizational outcomes within the set interactional framework. 
· The testing of such frameworks within a single country is another limitation to this study. Different cultural settings might either bring about different results or confirm existing results, with either outcome being of great value to this field and sustainable HRM influence mechanism and process.
Additionally, study limitations will not be limited to the above-mentioned limitations and other limitations might arise, which will be highlighted accordingly during the applicable chapters.
1.7. [bookmark: _Toc26277523]Definitions of terms
[bookmark: _Toc482536765]The following terms are used in this study and are defined below as related to this study. Many other definitions might exist in literature, however the definitions provided below are the ones most suitable to the study context.
Sustainable human resource management: defined as “those long-term oriented conceptual approaches and activities aimed at a socially responsible and economically appropriate recruitment and selection, development, deployment, and release of employees” (Thom and Zaugg, 2004). Additionally, sustainable HRM is defined as “the pattern of planned or emerging human resource deployments and activities intended to enable a balance of organizational goal achievement and reproduction of human resource base over a long-lasting calendar time and to control for negative impact on the human resource base” (Ehnert, 2006).
[bookmark: _Toc482535661][bookmark: _Toc482535868][bookmark: _Toc482536766][bookmark: _Toc482808525][bookmark: _Toc482808613][bookmark: _Toc482808685][bookmark: _Toc482866326][bookmark: _Toc482982882][bookmark: _Toc482982936][bookmark: _Toc482982991][bookmark: _Toc483081577][bookmark: _Toc483081885][bookmark: _Toc483087854][bookmark: _Toc483170421][bookmark: _Toc483170513][bookmark: _Toc483241021][bookmark: _Toc483241130][bookmark: _Toc483241333][bookmark: _Toc483241626][bookmark: _Toc482536776]Employee performance: Actual performance outcomes of individuals that include both task and contextual performance (Jepsen and Rodwell, 2010)
Perceived Sustainable Organizational Support (PSOS): refers to whether employees believe that their employer values them and cares about preserving the workforce to balance their consumption and regenerations (App and Büttgen, 2016).
Organizational Knowledge Sharing (OKS): a social interaction culture, involving the exchange of employee knowledge, experiences, and skills through the whole department of organization (Lin, 2007). 
[bookmark: _Toc482535677][bookmark: _Toc482535884][bookmark: _Toc482536782][bookmark: _Toc482808541][bookmark: _Toc482808629][bookmark: _Toc482808701][bookmark: _Toc482866342][bookmark: _Toc482982898][bookmark: _Toc482982952][bookmark: _Toc482983007][bookmark: _Toc483081593][bookmark: _Toc483081901][bookmark: _Toc483087870][bookmark: _Toc483170437][bookmark: _Toc483170529][bookmark: _Toc483241037][bookmark: _Toc483241146][bookmark: _Toc483241349][bookmark: _Toc483241642]Employee Empowerment: an intrinsic task motivation that is manifested in four cognitions or psychological states that reflect the individual’s orientation to work (Thomas and Velthouse, 1990). The referred cognitions were advanced by Spreitzer (1995) to include meaning, competence, self-determinations, and impact. 
Social Exchange Theory: assumes self-interested actors who transact with other self-interested actors to accomplish individual goals that they cannot achieve alone (Lawler and Thye, 1999), with the exchange of activity, tangible or intangible, and more or less rewarding or costly, between at least two persons (Cook et al., 2013).
Resource-Based View of the firm: posits that the firm should implement strategies that exploit internal organizational strength (through resources) to obtain a sustained competitive advantage (Barney, 1991; Duschek, 2004) with the target resources leveraging a sustained competitive advantage by being flexible and fit for varying contexts (Chapman et al., 2016). 
Interactional relationship: interactions and/or interrelation between individuals or groups in a bid to attain a specific and common goal, while they inevitably express their feelings actively towards one another within the larger group or organization (Oluwayemi, 2018).  The same relates HRM practices and other factors (Coldwell and Callaghan, 2013; Kuvaas et al., 2017) with each other being results human attitudes and behaviors or organizational effort toward sustaining the human resource.
The above are definitions of the most critical elements of the current study with no special order or level of importance as all are equally important and relevant to the study. Additionally, other definitions might be included within the study as required and necessary to set a better understanding of the study constructs or other elements.
1.8. [bookmark: _Toc26277524]Organization of the study
The dissertation will be organized into five chapters. Chapter one entails the introduction of the study signifying the:
· Background of the study;
· Problem statement;
· Purpose and research questions;
· Significance of the study; 
· Overview of the research methodology;
· Study limitations; and
· Definition of key terms.
Chapter two will highlight and address the literature review related to the study constructs used to conceptualize the study framework mounting up the proposed relationships between study constructs. Chapter three will detail the research methodology and data representation while chapter four will entail discussion of the study results for each subject sector along with hypotheses testing. Chapter five will be titled to discuss the outcomes of the study on the general level and the specific level of each subject sector. Last but not least, chapter six will cover study implications on the theoretical and practical sides, study limitations, future research directions, and finally the study conclusion.
[bookmark: _Toc519875115][bookmark: _Toc522788981][bookmark: _Toc536475347][bookmark: _Toc536475473][bookmark: _Toc46056][bookmark: _Toc46419][bookmark: _Toc46526][bookmark: _Toc47734][bookmark: _Toc48029][bookmark: _Toc259745][bookmark: _Toc1337067][bookmark: _Toc1337236][bookmark: _Toc3702806][bookmark: _Toc4172244][bookmark: _Toc4172421][bookmark: _Toc4176515][bookmark: _Toc4255664][bookmark: _Toc4255877][bookmark: _Toc6015404][bookmark: _Toc6043264][bookmark: _Toc6043465][bookmark: _Toc6154838][bookmark: _Toc6155039][bookmark: _Toc6156028][bookmark: _Toc6156426][bookmark: _Toc6156767][bookmark: _Toc6156971][bookmark: _Toc6157175][bookmark: _Toc6157410][bookmark: _Toc6157645][bookmark: _Toc6246251][bookmark: _Toc6386688][bookmark: _Toc26277525]
CHAPTER TWO: Literature Review; Constructs, Theory, and Framework
1. [bookmark: _Toc6635071][bookmark: _Toc6635808][bookmark: _Toc6636052][bookmark: _Toc6636681][bookmark: _Toc6637132][bookmark: _Toc6637572][bookmark: _Toc6637819][bookmark: _Toc6638068][bookmark: _Toc6638320][bookmark: _Toc6638570][bookmark: _Toc6641045][bookmark: _Toc6641296][bookmark: _Toc6641547][bookmark: _Toc6641804][bookmark: _Toc6642062][bookmark: _Toc6642319][bookmark: _Toc6643622][bookmark: _Toc6656968][bookmark: _Toc6673064][bookmark: _Toc8605838][bookmark: _Toc8606116][bookmark: _Toc8606402][bookmark: _Toc13902102][bookmark: _Toc13902490][bookmark: _Toc14135145][bookmark: _Toc14375219][bookmark: _Toc14391105][bookmark: _Toc14732116][bookmark: _Toc14736042][bookmark: _Toc14736896][bookmark: _Toc15658905][bookmark: _Toc15659200][bookmark: _Toc18444041][bookmark: _Toc26277526]
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2.1. [bookmark: _Toc26277528]Introduction
This chapter will detail the literature review conducted in relation to the study constructs and the logical linking of ideas within earlier research in order to reach the proposed hypotheses and build the arguments used in this study. The chapter includes seven main sections and nine sub-sections as detailed in Figure 2.1:
[image: ]
[bookmark: _Toc18446618]Figure 2. 1: Literature Review Structure and Outcome
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The literature review chapter is intended to explore the current work in the fields related to this study aiming to link the study constructs to the theoretical basis. By the end of this chapter, all proposed hypotheses shall be stated wherever applicable with the proposed study framework established by looking into theoretical and practical contributions in earlier research.
2.2. [bookmark: _Toc26277531]The United Arab Emirates
The United Arab Emirates (UAE) is approaching its 50th anniversary as an independent state declared in 1971 consisting of seven autonomous emirates located on the southwestern coast of the Arabian Gulf (Al‐Suwaidi, 2011). The UAE used to be known as the Trucial States up until its independence (Badri et al., 2009). Being a young nation enabled the leaders of the UAE to effectively and proactively plan for the development of the country through strong national unity, continuous economic growth, and improved health and wellbeing (Koornneef et al., 2017). The UAE is located in the Arabian Gulf region, a region known to be among the fast-growing areas of the world with an overall nominal growth of around 20 percent per annum (Moideenkutty et al., 2011). This fact gave this region an advantage over many areas in the world which enabled the attraction of global investments in addition to its own development and growth plans (Shihab, 2001) witnessing a substantial progress in economic performance despite of the fluctuation in the oil prices and the global financial crises in 2008 (Ahmed, 2015; Moideenkutty et al., 2011).
Being an oil-dependent country, the oil and gas sector has always been a significant economic driver in the UAE (Shihab, 2001). Furthermore, the diversification efforts are endlessly chased to transform the UAE into a regional and international leader in critical areas such as financial services, renewable energy, tourism, technology, and many others. The UAE strategy is centered around human capital development through modernized education and health services (Al‐Suwaidi, 2011). The ambitious development plans in critical business sectors in the UAE necessitate the need to study those sectors in-depth looking for ways to understand the operational mechanism hoping to execute those plans effectively.
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2.2.1. [bookmark: _Toc26277536]The UAE Oil & Gas Industry
The UAE is a member of the Petroleum Exporting Countries (OPEC) and the Organization of Arab Petroleum Exporting Countries (OAPEC) (Al‐Suwaidi, 2011) and among countries with high impact in the oil and gas industry worldwide. A known fact in the oil and gas business that it is a crucial industry sector for the economy of oil-rich countries and a driver for the prosperity of the workforce market of such savings. Additionally, the oil and gas industry is known as a highly skilled industry where intellectual capital and human development are elements that significantly contribute to organizational sustainability and survival (Hart and McKenna, 1998). Furthermore, the oil and gas industry always reveals the best talents as the goal-oriented theme of the business extends the need to drive employees toward the beneficial accomplishment of their tasks (Thurber et al., 2011).
The selection of oil and gas industry within the UAE is twofold. Firstly, the workforce is always a controversial issue for the labor-intensive industry where the nature of the work requires employees with specialization. This issue is highlighted by Hart and McKenna, 1998, as the shortage of skilled labor, slow response to the labor pool, poor industry image, new worker attitude, and erosion of company loyalty are the main factors that make oil and gas industry a repelling environment where organizations need to invest more effort while attracting especially new younger recruits. The second issue is the criticality of the industry to countries with a high dependency on oil-industry revenues for economic and social growth and development. Relating the two reasons together reveals the importance of focusing on oil and gas in the UAE and similar economies especially HRM related issues for a focus on understanding the sustainability of HRM and its vital role. This research direction also requires in-depth analysis to bridge the current gap and formulate enough research in this field.
2.2.2. [bookmark: _Toc26277537]The UAE Healthcare Industry
The current substantial social and economic transition in Arab countries is resulting in a transformation in the broader range of healthcare services and stakeholders (Bowman et al., 2008). As an integral part of this transition, the UAE has achieved one of the best examples of high-level advancement (Badri et al., 2009; Younies et al., 2016). This transformation has been aspired by country leaders’ vision to build a world-class healthcare system and taking advantage of the fast pace economic growth translated into a significant increase in healthcare facilities and professionals (Koornneef et al., 2017). Therefore, this transformation resulted in the UAE being ranked by the World Health Organization (WHO) as the 27th regarding the national healthcare systems among the 191-member countries (Badri et al., 2009).
However, the recent advances and transformations in the UAE healthcare services are not yet consistent with investments in human resources as compared to the considerable investment in physical infrastructure which raises a question on the sustainability of the current healthcare system in the long term (Bowman et al., 2008). The UAE healthcare system logged a total expenditure of 2.8 percent of the GDP equivalent to $1,756 per capita in 2009 (Al‐Suwaidi, 2011). Similarly, healthcare spending in the UAE from 2011 until 2015 grew up by 10 percent to reach a total of US$ 11 billion (Koornneef et al., 2017). In 2009, the UAE healthcare system consisted of 26 public hospitals with a capacity of almost 4,000 beds, more than 2,000 doctors in varying specialization, and public and private clinics exceeding 1,000 units (Al‐Suwaidi, 2011). In 2014, the UAE achieved a 25 percent growth in the total number of hospitals with a total of 36 government and 79 private hospitals (Koornneef et al., 2017). Furthermore, the UAE established a local and global collaboration to support the healthcare system and ensure the highest quality services (Younies et al., 2016).
Sourced from the substantial attention given to the healthcare sector in the UAE and the labor- and knowledge-intensive nature of this sector, HRM plays a vital role in the sustainability of the anticipated growth of healthcare sector in the UAE. Furthermore, relative to high-growth organizations, researchers have identified that HRM is a tough challenge especially when priority is set to retain key talent and enhance performance as the workforce grow in size and scope (Srinivasan and Chandwani, 2014). Surprisingly, the healthcare sector lacks recognition and attention to the importance of human resource, and it shows plodding progress in this area (Suliman and Al-Sabri, 2009).
Ambitious measures have been taken at different levels within the UAE to bring about transformations in the thinking and management of the healthcare sector (Badri et al., 2009). Such transformations are backed up with aim to be among the fastest growing and most organized industry in the Gulf region and at global levels (Suliman and Al-Sabri, 2009; Younies et al., 2016) associated with rapid population growth in the UAE and meeting challenges such as increasing life expectancy (Koornneef et al., 2017). Therefore, the selection of the UAE healthcare sector is a requirement and is expected to add practical and theoretical value to the HRM research.
2.3. [bookmark: _Toc26277538]Study Constructs
The section of the literature review will entail discussions related to the study constructs and the buildup of the relationships and their logical linking. The section will discuss:
· Sustainable HRM
· The effect of sustainable HRM on employee performance
· The effect of sustainable HRM on PSOS
· The influence of mediators  
2.3.1. [bookmark: _Toc26277539]Sustainable HRM
Human resource, in general, is comprised of two parts namely; human capital and policies governing human capital (Mazurenko and O’Connor, 2012). The two parts are linked as that human capital can be a foundation of competitive advantage and HRM practices being of a direct impact on human capital, augmenting the distinctiveness of the overall HRM system through the multifaceted nature (Paauwe and Boselie, 2003). The two parts are crucial ingredients of organizational success realized through organizational performance. Moreover, effective HRM has developed into a central component for creating and sustaining organizations’ competitive edge (Chow et al., 2006; Ozigbo, 2012; Parakandi and Behery, 2016) with a highly accepted role of improving overall organizational performance and growth (Dhiman and Mohanty, 2010; Farouk et al., 2016). Human resource, in general, is defined as the pool of human capital under the control of an organization in a direct employment relationship (Wright et al., 1994). Practically, the HRM is defined as the system that attracts, develops, motivates and retains employees to ensure the effective implementation and the survival of the organization and its members (Schuler and Jackson, 1987). The outcomes of HRM systems are normally influenced by a set of internally consistent policies and practices designed and implemented to ensure that the firm’s human capital contribute to the achievement of its business objectives (Delery and Doty, 1996). Similarly, HRM practices are viewed by Minbaeva (2005) as a set of practices used by organizations to manage human resource through facilitating the development of competencies that are firm-specific, produce complex social relation and generate organizational knowledge to sustain competitive advantage. Additionally, HRM practices are defined as the organizational activities directed at managing the pool of human capital and ensuring that the capital is employed towards the fulfillment of organizational goals (Wright et al., 1994).
Hence, one of HRM functions in organizations is developing employees’ skills and capabilities, aligned to business strategy (Khatri et al., 2006) by recruiting the right talent, enhancing their knowledge, managing their performance, and establishing a motivational reward system (Edvardsson, 2008; Khatri et al., 2006; Othman et al., 2015; Paré and Tremblay, 2007). Current developments in HRM system design and conceptualization reflects the growing consensus regarding the need for employees to have the high skill level, high motivation, and opportunity to contribute effectively (Elnaga and Imran, 2013; Guest et al., 2004; Scheel et al., 2014; Wolf, 2013). Ultimately, effective and sustainable HRM system guarantees the quality of processes such as recruitment and development which eventually determine the dominance of the organization (Othman et al., 2015). HRM systems are increasingly regarded as a central organizational input that positively influence organizational effectiveness through developing and enriching the value of human capital (Bowen and Ostroff, 2004; Renee Baptiste, 2008; Scheel et al., 2014) in addition to financial performance and employees productivity and satisfaction (Farouk et al., 2016).
Despite the previous definitions and understanding of the advantage of the collective and synergistic influence of HRM practices, most of earlier studies are based on testing the relationship between single HRM practice or few isolated practices and organizational outcomes (Dhiman and Mohanty, 2010). Furthermore, building consistency among HRM practices enables the sustainability of human capital through careful and educated selection aiding the achievement of all expected organizational outcomes (Othman et al., 2015; Ozigbo, 2012). Moreover, researchers are seeking to answer the question of how HRM practices interact with each other and how they influence organizational outcomes (Bowen and Ostroff, 2004). Therefore, the understanding of such interaction necessitates studying the effect of individual HRM practices and their interactional relations to their interactions with organizational outcomes with specific focus on critical business sectors with highly regarded role of human resource (Shantz et al., 2016).
Two main themes exist in literature regarding the impact of HRM on different organizational outcomes. The first is addressing the need to understand the factors associated with the influence of HRM in creating positive organizational outcomes. This theme is revolving around the fact that HRM systems do not directly influence organizational outcomes but lead to an enhanced intellectual capital, hence increased value creation (Paré and Tremblay, 2007; Youndt et al., 1996). The second theme concerns the emphasis on the sustainability requirement of HRM systems. App and Büttgen (2016) reported an expanded interest in current research and practice in exploring the sustainability of HRM systems to sustain a long-term relationship between organizations and their employees. The establishment of a long-term positive relationship between employers and their employees is expected to result in positive organizational outcomes that will eventually drive organizations toward achieving excellence. The sustainable HRM is further defined as those long-term oriented conceptual approaches and activities aimed at a socially responsible and economically appropriate recruitment and selection, development, deployment, and release of employees” (Thom and Zaugg, 2004). Additionally, sustainable HRM is defined as “the pattern of planned or emerging human resource deployments and activities intended to enable a balance of organizational goal achievement and reproduction of human resource base over a long-lasting calendar time and to control for negative impact on the human resource base” (Ehnert, 2006). Both definitions add the sustainability element to the HRM definitions cited earlier, which in turn defines the new HRM wave. Therefore, this study will aim to contribute to the existing effort in the field of sustainable HRM hence extending the literature by explaining the influence of HRM sustainability aspect.
Further to the discussion, the ultimate result of effective HRM systems is combining value-adding HRM practices to align with organizational needs (Garg and Punia, 2017). However, there is no consensus on the combination of HRM practices that would fit any organizational setting that should be extensively studied (Chapman et al., 2016; Dhiman and Mohanty, 2010; Kazlauskaite et al., 2011; Paauwe and Boselie, 2005; Petros, 2014) to understand how HRM practices interact and influence each other and organizational outcomes (Bowen and Ostroff, 2004). Additionally, one-size-fits-all solution is not an option that organizations should consider for the intellectual capital development and the build-up of workforce experience (Hart and McKenna, 1998; Khatri et al., 2006). Therefore, HRM practices have been extensively studied with fundamentals supporting their effective design are not yet understood (Monks and Loughnane, 2006; Paré and Tremblay, 2007). HRM practices have been defined as a set of distinctive, but interconnected, functions and activities, and a process that attracts, develops, and helps retain a firm’s human capital (Lado and Wilson, 1994), utilized to achieve an organization’s strategic objectives (Bowen and Ostroff, 2004; Kim and Ko, 2014; Singh and Sharma, 2015).
Since no best HRM practices have been identified in literature to fully explain sustainable HRM’s influence (Becker and Gerhart, 1996; Paauwe and Boselie, 2005; Renee Baptiste, 2008), the study will be limited to three HRM practices. The practices under study are selected from literature through an established approach (Bae and Lawler, 2000; Beugelsdijk, 2008; Boselie et al., 2005; Collins and Smith, 2006; Moideenkutty et al., 2011) that signify the influence of the selected practices on sustaining positive organizational outcomes and their relative importance among the most-studied HRM practices. The selected practices; i.e., extensive training, selective staffing, and performance management, were highlighted by Boselie et al. (2005) as among the most-studied practices in the HRM-performance literature. Additionally, as anticipated by Kim and Ko (2014), the limited selection scope of HRM practices is not expected to detail the relationship extensively but will provide substantial support to describe employees’ positive perceptions of HRM practices’ influence on their performance.
Furthermore, sustainable upshot is a common deliverable of all selected HRM practices in addition to the indicative assessment of employee perception which ultimately provides evidence of their effectiveness. These practices are seldom adopted on a temporary basis if organizations are seeking sustainable outcomes from their application (Singh and Sharma, 2015). The sustainable effect of training on organizational outcomes such as employee performance is indicated through employees’ enhanced knowledge, abilities, and motivation (Akhtar et al., 2016; Scheel et al., 2014). Moreover, a continuous inspiration for effective business enhancement enables employees to sustain high motivation (Kondrasuk, 2012), and sustainable improvement of their performance (Anitha and Kumar, 2016).
The influence of HRM practices on organizational outcomes is normally studied through two distinctive approaches. The first is through their internal (micro) interactions and the second is through the external (macro) effect of sets of practices on organizational outcomes (Bowen and Ostroff, 2004). As an example of the macro effect, HRM practices such as training and performance appraisal imposing positive influence on employee performance (Baird and Wang, 2010; Paré and Tremblay, 2007; Van De Voorde et al., 2012). On the other side, researchers’ arguments regarding empowerment being of no major influence on employees’ outcome if not associated with effective training (Karatepe, 2013; Klidas et al., 2007; Lashley, 2000) is an example of micro-interactions among HRM practices.
HRM practices will be studied from an employee perceived value perspective. The selection of employee perception as an assessment approach is because the way employees experience and perceive HRM practices is what significantly influence the way they feel and behave at work (Alfes et al., 2012; App and Büttgen, 2016; Kooij et al., 2013; Stumpf et al., 2010). Positive perceptions of such HRM practices have been found to lead to high employee performance (Kuvaas and Dysvik, 2010; Scheel et al., 2014). Moreover, employees’ attitudes are influenced not by the way organizations prescribe HRM practices, but by the way these practices are implemented and subsequently perceived by employees (Kazlauskaite et al., 2011; Stumpf et al., 2010; Townsend and Wilkinson, 2010) as individuals perceive and respond to HRM practices in different manners, depending on a wide range of influencing factors (Den Hartog et al., 2004).
In a broader sense, HRM systems are gaining growing support as an element that positively influences organizational effectiveness and the value of human capital (Renee Baptiste, 2008) with further emphasis found on the requirement and application of sustainable HRM systems (App and Büttgen, 2016). Despite the substantial research effort that has been put towards understanding the role of human resource practices in influencing organizational outcomes (Jibrin-Bida et al., 2017) clear-cut evidence is yet to be established to prove positive influence of HRM practices on employee performance (Mariappanadar and Kramar, 2014; Mazurenko and O’Connor, 2012) especially at research concerning critical sectors such as healthcare (Al Mawali et al., 2017).
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2.3.1.1. [bookmark: _Toc26277546]HRM in the UAE Context
The UAE is undergoing a comprehensive transformation regarding social modernization and economic growth aspects resulted in a dynamic business environment aligned with a change in human capital profile. The modernization and growth caused a significant change in the demographics of the country, a change that can be easily spotted in the labor market (Forstenlechner and Baruch, 2013). Additionally, the UAE dynamic economy allows it to be an essential trade hub in the Middle East while attracting considerable foreign direct investment (FDI) and human capital (Al‐Suwaidi, 2011). Therefore, studying human resource within the business environment in the UAE will aid in identifying potential elements that would boost work environment toward higher productivity and performance. 
In response to envisioned change, in 2016, the UAE was ranked among the “Very High Human Development” countries and ranked 42 in the Human Development Index (HDI) of the United Nations (The United Nations Development Programme, 2016). The high developmental standards and level already achieved in the UAE also necessitate the need to study the effect of the development effort and reflect on and assess the achieved outcomes.
Strengthening the discussion of HRM in the UAE requires a careful review of the necessary managerial and organizational input into the UAE labor market. Looking at one level up, the labor market in the Gulf region, in general, is highly dependent on expatriates (Moideenkutty et al., 2011) with UAE being of no major difference. The fast economic growth and diversification in the UAE dictated the need for the hiring of a considerable number of expatriates beside nationals with different levels of developmental focus in public and private sectors (Al‐Suwaidi, 2011). The size of the labor force in the UAE was estimated at 2.6 million in 2005 (Al‐Suwaidi, 2011) with a major challenge being the incapability of the workforce which necessitate the need to establish a strategic approach to retain skills and knowledge to sustain the required level of workforce competency (Al Shamsi, Saeed A. O. et al., 2015). Furthermore, the interest in HRM research is noticeable in the Arabian Gulf region (Moideenkutty et al., 2011) with a great interest in the strategic and sustainable aspects of HRM mainly due to the unique conditions of the region and the current demographic buildup of the workforce. The previous argument is one of the drivers of this study to explore the field of sustainable HRM in the UAE specifically given its unique set up and ambitious vision. 
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2.3.1.2. [bookmark: _Toc26277548]HRM in Oil & Gas Industry
The oil and gas industry is one of the business sectors that suffers nominal interest in HRM either on practical business or academic levels. However, organizations within this sector have begun to appreciate their human resource especially at times when employees are feeling less connected and loyal to their organizations (Hart and McKenna, 1998). The lack of connectedness and loyalty is due to the hard and risky work environment which creates a major challenge of workforce sustainability (Othman et al., 2015). Henceforth, as one of the most dynamic and volatile industry, oil and gas always needs to retain talents and sustain high competency (Jauhar et al., 2017).
Accordingly, human resource management is a strategic tool for organizations which enable the achievement of the goal of sustaining an effective and productive workforce. Furthermore, HRM practices such as training, performance appraisal, compensations, and many others are critical to the oil and gas sector based on the settings and work environment (Othman et al., 2015). The UAE, with oil and gas being a primary economic driver requires further development of the HRM systems. The development of HRM is a necessity due to the UAE pursuing the “2021 Vision” targeting the achievement of major landmarks through the harnessing full potential of national human capital and benefiting from a sustainable and diversified economy (Al‐Suwaidi, 2011).
2.3.1.3. [bookmark: _Toc26277549]HRM in Healthcare Industry
Healthcare system and organizations are comprised of a diverse set of players that are connected by multipart and ever-evolving relationships (Mazurenko and O’Connor, 2012). The human factor is central to healthcare, yet its proper management has remained beyond the reach of healthcare organizations (Khatri et al., 2006). Additionally, different organizational management models depend on human resource and social interactions in explaining the relationship between individuals and organizational outcomes (Al-Touby, 2012). Furthermore, despite the substantial technological advancement in the current healthcare systems, only individuals with appropriate competency and experience are capable of providing quality service to patients (Mazurenko and O’Connor, 2012). The healthcare system is usually labeled by complexity and challenges that include a lack of standards and flexibility particularly in developing countries (Badri et al., 2009). However, little focus has been given for the establishment of human resource strategy and the mechanism through which organizational goals and objectives can be achieved (Shafer et al., 2001). Additionally, research addressing key challenges facing HRM in healthcare organizations specifically in emerging economies is limited and requires more attention (Fan et al., 2014; Srinivasan and Chandwani, 2014). Recently, growing attention has been given to healthcare sector, where studies have demonstrated evidence of links between people management practices and improved organizational outcomes (Bartram et al., 2007; Fan et al., 2014).
The need of healthcare organizations to strive in progressively dynamic environments requires a thinking shift and new standards to replace the models that govern much of today’s business strategy thinking (Shafer et al., 2001). Healthcare organizations are under increasing demand to optimize their processes to deliver high-quality services at a lower cost which is substantially associated with workforce wages (Khatri et al., 2006). Hence, the leading critical elements that shape healthcare strategy are the human resource and service delivery systems (Goldstein, 2003) where the latter is highly dependent on the earlier as the competency built in the HR will determine the quality and cost of service delivery (Srinivasan and Chandwani, 2014). Consequently, substantial efforts should be exerted by healthcare organizations in developing jobs, individual knowledge base, and interactive abilities for employees to deliver safe, affordable, and high-quality patient care (Goldstein, 2003) as a way to ensure service quality and patient satisfaction (Badri et al., 2009). Therefore, HRM function should receive more commitment from the organization as a means of achieving distinguished organizational outcomes (Khatri et al., 2006) hence developing a competitive advantage. The achievement and sustainability of the obtained competitive advantage within healthcare sector are highly dependent on organizational flexibility, adaptability and professionalism (Shafer et al., 2001) which enable the delivery of high-quality service in healthcare through effective human resource management systems (Khatri et al., 2006; Mazurenko and O’Connor, 2012). There is a strong belief that altering work practices will result in increased productivity in healthcare organizations (McBride and Mustchin, 2013) however the research supporting such belief is still limited and require further contributions and evidence (Sibbald et al., 2004).
Therefore, HRM practices gained greater value in service the industry, similar to healthcare. On the top of list of practices are recruitment and selection, training and development, performance management, job security, promotions, rewards and recognition, and employee involvement (Hall and Jenkins, 2004; Shafer et al., 2001) with a need for an operative design approach by looking into appropriate and specific HRM practices aiming to build and sustain HRM systems that cater for employees needs hence assuring higher productivity (Mazurenko and O’Connor, 2012).
2.3.2. [bookmark: _Toc26277550]The Effect of Sustainable HRM on Employee Performance
Individual employee performance is always viewed as an enabler of organizational performance (Alfes et al., 2012; Boxall and Purcell, 2011) and as a prerequisite for achieving and sustaining overall organizational performance (Melián-González, 2016; Riaz, 2016). Therefore, organizational performance outcomes greatly depend on the means adopted by organizations in managing their employees (Ahmad et al., 2015; Farouk et al., 2016; Richard et al., 2009). Consequently, understanding the critical role of sustainability in HRM is fundamental to establishing the basis for active individual and organizational performance (Renee Baptiste, 2008).
Earlier research efforts have focused on the HRM-performance relationship, mostly in the developed world (Teclemichael Tessema and Soeters, 2006) with less focus in developing countries (Farouk et al., 2016; Moideenkutty et al., 2011; Stumpf et al., 2010). Despite the substantial research effort toward understanding the role of HRM systems in influencing employee performance (Akhtar et al., 2016; Elnaga and Imran, 2013; Jibrin-Bida et al., 2017; Petros, 2014; Stumpf et al., 2010), clear-cut evidence is yet to be established proving the positive influence of HRM on desired organizational outcomes such as employee performance (Dhiman and Mohanty, 2010; Farouk et al., 2016; Mariappanadar and Kramar, 2014). Additionally, more theory-based research is needed to understand the process requisites that encourage organizations to endure the cost associated with establishing and sustaining effective HRM system (Posthuma et al., 2013). Therefore, another aim of this research will be to bridge this gap by providing empirical evidence supporting the positive impact of sustainable HRM on sustaining high employee performance as a strategic objective of organizations.
Employee performance refers to the ability of employees to perform their assigned jobs most effectively and efficiently to produce the best results (Anitha and Kumar, 2016; Elnaga and Imran, 2013). This definition of employee performance highlights three main aspects of workforce performance, i.e., ability, efficiency, and quality, where all three elements are required to be established and sustained at the best level. Therefore, motivating and sustaining high employee performance will depend on multiple factors and their influences interacting constructively toward employees’ overall performance. Additionally, identifying the factors influencing sustainable employee performance is crucial for understanding how organizations can enable and sustain such performance.
Current literature on organizational and employee performance is trending toward the understanding of the optimum interactions between influencing factors and, most importantly, those related to human resources (Moideenkutty et al., 2011). For example, Stumpf et al. (2010) studied the impact of three HRM practices on different organizational aspects, including employee performance, and concluded that HRM practices could have varying impacts on desired organizational outcomes. Therefore, this study aims to extend current literature by exploring different interactional relationships between performance-enhancing factors, mostly related to sustainable HRM.
Moreover, employee performance is always viewed as an enabler of organizational performance (Alfes et al., 2012; Al-Touby, 2012) where performance outcomes depend on means adopted by organizations toward managing their employees (Ahmad et al., 2015) which ultimately improves overall efficiency and productivity of organization and sustain overall organizational performance (Melián-González, 2016; Suliman and Al-Sabri, 2009). Therefore, linking employee performance through HRM to the delivery of organizational outcomes is a logically sound approach that has been overlooked by organizations, especially in sectors such as healthcare and oil and gas. This study is also exploring the link between HRM and employee performance guided by the fact that there is no one-size-fits-all system can be globally adopted and applied (Al Mawali et al., 2017). Additionally, an understanding of the role of sustainability is fundamental to establishing effective performance and critical to organizational success (Renee Baptiste, 2008). Therefore, this is study is seeking to bridge the practical and theoretical gap by finding empirical evidence supporting the HRM-Performance link while emphasizing upon sustainability (Ehnert and Harry, 2012). Following this line of argument, the following hypothesis is proposed:
H1: Sustainable HRM practices have a positive direct influence on sustainable employee performance.
2.3.3. [bookmark: _Toc26277551]The Effect of Sustainable HRM on PSOS
Organizational support is a critical element that supports effective employee outcomes by enabling employees to overcome challenges, sustain positive self-image, and demonstrate their success (Ahmad et al., 2015; Butts et al., 2009). Organizational support is defined as employees’ perception of the concern an organization shows for employees (Eisenberger et al., 1990). Therefore, the key perspective in an organizational effort to support their workforce is the resulting perception of their employees and, unless this support is perceived to be effective and sustainable, the anticipated outcomes of such support will not be realized (Butts et al., 2009). Furthermore, perceived organizational support (POS) should result in a norm of reciprocity which, in turn, results in the delivery of higher levels of performance (Nica, 2016). The same was depicted by Eisenberger et al. (1986) in their study of testing the relationship between POS and absenteeism (as a reciprocal action) with a stronger relationship for individuals with higher reciprocal exchange capacity. The creation of the norm of reciprocity through obligations toward the organization (Kim and Ko, 2014) is directly linked to social exchange, providing the required theoretical support (Chow et al., 2006) for testing the proposed link between sustainable HRM and POS. Sharma and Dhar (2016) posited that POS could be viewed as the extent to which employees perceive that their organizations value their contributions and that the organization cares about their well-being, i.e., the perception of employees toward their organization’s attitude and the support they receive.
POS can be created through several means, including the application of effective HRM practices (Chiang et al., 2011) and when organizations sustain such practices, it will, in turn, sustain positive employee perceptions of this support (Kim and Ko, 2014). In the same manner, sustaining organizational support (hence creating sustainable perception) is an essential factor for an organization’s success and survival (App and Büttgen, 2016), with sustainable HRM expected to be the leading element in building such perception (Chow et al., 2006; Wayne et al., 1997).
Therefore, this study explores the role of sustainable HRM in building sustainable employee perceptions of organizational support (App and Büttgen, 2016; Merk and Büttgen, 2016), hence, extending the understanding of POS’s long-term influence and value addition to employees and organizations, defining the construct as Perceived Sustainable Organizational Support (PSOS). Looking into the previous arguments and the logical links discussed, the second hypothesis that will be proposed in this study is:
H2: Sustainable HRM practices have positive direct influence on PSOS.
2.3.4. [bookmark: _Toc26277552]The Influence of Mediators: The Potential Positive Interactions 
Mediation, as an analysis process, became predominantly popular after the published work of Judd and Kenny (1981) and Baron and Kenny (1986) (MacKinnon et al., 2002; Preacher et al., 2007).  The work of Baron and Kenny (1986) and James and Brett (1984) have set the start of the theoretical foundation of the mediation process pertaining to the foundation and analytic guidelines (Hayes, 2009). Statistical methods for mediation analysis can be traced to the from the boundless need to understand the psychological process through which independent variables affect dependent variable in social arena (Rucker et al., 2011).
At the earlier stages, research typically takes the direction of careful exploration and focus on building a solid ground for evidences of the proposed relationships (Hayes, 2012). Additionally, a proof in earlier researches concluded that mediation analysis provides researchers with a story about the sequence of effects that leads to causal explanations (Kenny, 2008) thus defining the proposed relationship into a causal chain and almost always framed in causal terms (Frazier et al., 2004). In basic terms, causal modeling defines variables and estimates the relationships among them to explain “how” changes in one or more variables result in changes to one or more other variables within a given context (Lowry and Gaskin, 2014). Henceforth, at the core of causal modeling is mediation which establish the “how” or “why” one variable (independent) predicts or causes an outcome (dependent) variable and defines the mechanism through which this predictor impacts the outcome (Baron and Kenny, 1986; Hayes, 2009).
A primary aim of most behavioral and social science is to understand the processes through which independent variables affect dependent variables in the subject domain (Rucker et al., 2011). This aim generated the objective of identifying variables that can explain the relation between a predictor and an outcome (Hayes, 2009). This objective resulted in the widespread of the statistical mediation and moderation analysis throughout the behavioral and social sciences with a complex formulation and combination such as mediated moderation or moderated mediation (Hayes, 2012). Consequently, mediating variables have been widely used to seek explanation to how or why two variables are related with a prime aim to identify processes underlying human behavior that are relevant across behaviors and contexts (Lowry and Gaskin, 2014; MacKinnon et al., 2007; Preacher and Hayes, 2008). Additionally, mediation process is an essential supplement for conducting scientific investigations (Kenny, 2008) which is used to advance the theoretical contribution by confirming causal relationships and identifying hidden factors that assist in understanding the nature of interactional relationships among different elements hence creating and sustaining outcomes of greater interest to academics and practitioners.
In mediation analysis, the significance of the relationship between the independent and dependent variables has been integral in hypotheses testing on the foundation supplementing whether to use mediation and whether one or more mediator(s) would account for an effect (MacKinnon et al., 2002; Rucker et al., 2011). The goal of mediation analysis is to establish the extent to which some presumed causal variable “X” influences some outcome “Y” through one or more mediator variables (Hayes, 2012; MacKinnon et al., 2002; Preacher et al., 2007). Furthermore, a mediator is a factor that transmits the effect of an independent variable to a dependent variable (MacKinnon et al., 2002) and having the capacity to be changed by the dependent variable and cause change to dependent variable within the overall process (Frazier et al., 2004). Mediation process and analysis is typically used to answer the question of ”how” relationships are influenced (Baron and Kenny, 1986; MacKinnon et al., 2007), while moderation is utilized to answer the question of “when” relationships are influenced by different variables (e.g., Aiken et al., 1991; Jaccard et al., 2003).
The current effort in sustainable HRM literature is directed toward investigating the role of multiple mediating factors as a means of obtaining a better understanding of the interactional relationships and how such combinations are supporting the sustainable HRM role in enhancing positive organizational outcomes. Furthermore, the consideration of other success factors that possess potential influence on the HRM-organizational outcomes link is crucial for a better understanding of how the work environment can be constructed effectively. Therefore, this study will include the aspect of organizational knowledge sharing (OKS) and employee empowerment for their mediating effect onto the HRM-organizational outcome link aiming for a better understanding of the interactions between human resources and different organizational elements at different operational levels and through different organizational paths.  Additionally, elements such as knowledge sharing is yet to be given more attention in various industries in the UAE as a mean of developing and sustaining the process of business advancement (Ahmad and Daghfous, 2010). Additionally, prior to the closing of this section, and after addressing the targeted mediating factors for this study, the mediation process will be discussed from the “what” and “how” perspectives to formulate a better understanding of the entire mechanism of mediation.
2.3.4.1. [bookmark: _Toc26277553]Organizational Knowledge Sharing (OKS)
Knowledge is considered a critical factor for organizational existence, success, and competitiveness (Al Shamsi, et al., 2015; Chiang et al., 2011; Kim and Ko, 2014; Titi Amayah, 2013) and a non-rival resource that can be shared at a zero marginal cost (Marques et al., 2008). The management of knowledge, as a vital organizational resource, has recently gained a broad consideration in research with a perpetual perception that the success of organizations depends on the effectiveness of organizational intellectual asset (Ozigbo, 2012). Consequently, the role of individuals is increasingly recognized as an important element in establishing an effective knowledge-management system (Henttonen et al., 2016; Ozigbo, 2012), with knowledge sharing being the most essential element of knowledge management and a social phenomenon that is highly dependent on human interactions (Chiang et al., 2011; Marques et al., 2008; Ozigbo, 2012).
Furthermore, looking into the current knowledge sharing literature, the link between knowledge sharing and sustainable HRM can be established through two main perspectives. The first perspective establishes the link through employees being a critical factor for building knowledge-sharing practices as individual contributions that enable effective organizational outcomes (Henttonen et al., 2016). This perspective is highlighted through Edvardsson’s (2008) definition of knowledge management as organizational practices applied for developing, sharing, and applying knowledge within the organization to gain and sustain a competitive advantage. The second perspective establishes the link by highlighting the importance of knowledge sharing in enhancing employees’ knowledge, competency, and performance (Muqadas et al., 2017). The same logic is implied by Yahya and Goh’s (2002) definition of knowledge management as a process of leveraging knowledge to achieve innovation in processes and products/services, effective decision making, and organizational adaption to changing market conditions.
Consequently, sustaining organizational success is highly related to the effective management of knowledge sharing and an enhanced knowledge capital (Al Shamsi, et al., 2015; Cabrera and Cabrera, 2005). Combining employees’ role and knowledge management reveals an interactional relationship that possesses the potential to enable the operationalization of knowledge sharing in enhancing HRM outcomes (Henttonen et al., 2016). An example of the association is the study by Kim and Ko (2014), in which they confirmed the positive influence of HRM on knowledge sharing through the critical role of HRM practices in promoting knowledge-sharing behaviors. Chiang et al. (2011) also studied the influence of HRM on knowledge-sharing behaviors, through the mediating role of POS, and found a positive association between the three factors through their proposed interactional framework.
Furthermore, knowledge sharing leads to positive reciprocity if perceived as useful by employees (Henttonen et al., 2016; Ozigbo, 2012). This causal relation, in turn, leads to knowledge sharing being linked to social exchange by reciprocal employee acts in response to organizational support and encouragement (Chiang et al., 2011). Therefore, this study aims to explore the role of organizational knowledge sharing in enhancing the influence of sustainable HRM in sustaining high employee performance and creating a driver for sustainable organizational outcomes through a favorable social exchange.
Earlier research has explored the direct and indirect relation between HRM and knowledge sharing by linking knowledge sharing to organizational outcomes. As an example, Henttonen et al. (2016) and Marques et al. (2008) explored the impact of knowledge sharing on individuals’ performance and confirmed the positive influence of knowledge sharing on employee performance. Similarly, Al Shamsi et al. (2015) studied the influence of knowledge management on sustaining organization’s performance and confirmed a positive association. Additionally, other studies have confirmed the positive mediating role of knowledge sharing in enhancing the relationships between several organizational inputs associated with individual and organizational outcomes. The mediating effect of knowledge sharing on team performance was tested by Srivastava et al. (2006), who confirmed the positive mediation between empowering leadership and team performance. The similar mediating effect of knowledge sharing was tested by Javadi et al. (2012) between trust and motivation and trust and employee performance, who found support for positive mediation. The mediating role of knowledge management was also tested by Ozigbo (2012) for the enhancement of HRM impact on organizational innovation with positive results of the proposed relationship. Therefore, the research question will be: does organizational knowledge sharing mediates the relationship between sustainable HRM and employee performance in healthcare? Hence, the third hypothesis will be:
H3: Organizational knowledge sharing (OKS) will mediate the relationship between sustainable HRM and employee performance.
2.3.4.2. [bookmark: _Toc26277554]Employee Empowerment
Employee empowerment has been defined as a motivational construct based on perceptions reflecting employees’ orientation to the assigned roles (Spreitzer, 1995) that enables them to assume several roles and responsibilities (Paré and Tremblay, 2007). Many definitions (Bowen and Lawler, 1995; Spreitzer, 1995) exist in literature for employee empowerment, mostly agreeing that empowerment is established through leaders’ sharing of power with their subordinates (Conger and Kanungo, 1988; Randolph, 1995) and goes beyond just simple participation (Karim and Rehman, 2012).
Empowerment is normally studied through two main themes (Thomas and Velthouse, 1990). The first theme originates from the prominences of the macro-organizational perspective. The macro-organizational perspective posits that empowerment is activated through certain social-structural or contextual settings such as policies, organizational structures, and practices that empower employees at the workplace. The second theme originates by the prominences of micro-oriented perspective, which emphasizes on employee’s psychological experience, such as the empowerment perceptions or individual’s reactions to policies, organizational structures and practices. 
Additionally, empowerment is beneficial for organizations and employees as organizations with empowered employees outperform their competitors by more than 200% and empowered employees are typically identified as being more productive, motivated and creative (Othman et al., 2015) given that empowering practices are coined with feeling of self-efficacy (Thomas and Velthouse, 1990). 
As prescribed by Spreitzer (1995), an effective empowerment process requires establishing four central perceptions of the assigned roles: meaning; competence; self-determination; and impact. Meaning refers to the employee experiencing the value of their roles, while the competence is the availability of the required knowledge and skills to accomplish the assigned tasks. Self-determination refers to the sense of freedom and discretion in performing assigned duties, and impact is the perception of the employee as to what degree their role adds to the achievement of the overall organizational objectives. Simply stated, empowered employees are motivated to reciprocate with high performance because they perceive empowerment as autonomy and the ability to perform meaningful work that will have an impact on their organization (Chen et al., 2007) with such impact viewed as an intrinsic motivation that is manifested in the psychological state of heightened interest at job tasks and assignments (Thomas and Velthouse, 1990).
Employee empowerment involves supporting employees’ performance improvements (Lashley, 2000) and stimulating positive organizational outcomes such as employee commitment, satisfaction, effectiveness, and productivity (Chen et al., 2007; Conger and Kanungo, 1988; Dewettinck and van Ameijde, 2011; Geralis and Terziovski, 2003; Lashley, 2000; Meyerson and Kline, 2008; Yao et al., 2013). The role of employee empowerment is not limited to the direct impact on organizational outcomes: there is evidence of an indirect influence on existing relationships. For example, Zhu et al. (2004) showed that employees’ empowerment mediates the relationships between several organizational inputs and desired employees’ outputs. Additionally, the association between employee empowerment, as an outcome of HRM, and POS has been studied by Butts et al. (2009), who found that POS moderates the influence of employee empowerment in creating positive organizational outcomes such as job satisfaction, commitment, and job performance. Empowerment is considered as an enabling process that enhances the initiation and persistence of employees’ task behavior and the sense of support that employees perceive from their employer (Conger and Kanungo, 1988; Paré and Tremblay, 2007). The view of empowerment as a psychological process (Hechanova et al., 2006) directly links to the establishment of a sustainable perception of organizational support. Additionally, the establishment of an effective employee-empowerment process is associated with the outcomes of sustainable HRM (Dewettinck and van Ameijde, 2011) and, in turn, has a positive impact on the accumulation of positive employee perception of sustainable organizational support.
Despite increasing theoretical and practical attention has been given to employee empowerment as a critical developmental factor in HRM literature since the early 1990s (Chow et al., 2006), little empirical evidence exists supporting the interactional link with organizational outcomes (Conger and Kanungo, 1988; Dewettinck and van Ameijde, 2011), especially in different cultural settings (Hechanova et al., 2006). Exploring the interactional relationship between the study constructs is anticipated to support this theoretical and practical research requirement. The theoretical background can be seen through the link to social exchange theory highlighting the fact that empowered employees are more likely to be involved in extra-role behaviors with higher levels of enthusiasm and commitment (Zhu et al., 2004). This involvement will eventually lead to better employee performance when employees feel pride in their roles if trust and empowerment are channeled to them through the organization management (Chow et al., 2006; Paré and Tremblay, 2007). Following the previous discussion, the fourth hypothesis of this study is:
H4: Employee empowerment will mediate the relationship between sustainable HRM and perceived sustainable organizational support (PSOS).
2.4. [bookmark: _Toc26277555]Theoretical background
The understanding the influence mechanism of HRM practices toward the achievement of positive organizational outcomes requires a careful look into what enables this influence (Riaz, 2016). This study considers a multiple-theory approach (Kunnanatt, 2016; Priyankara et al., 2018) to understand the influence mechanism from different views and using different school of thoughts. Additionally, adopting such an approach is expected to set a new approach in studying HRM practice influence by merging different theories and their explanation of the influence mechanism under study. This study will combine the social exchange theory and the resource-based view of the firm in studying the HRM influence.
Social exchange theory and resource-based view of the firm are among the most used theoretical backgrounds when seeking to understand the HRM-positive organizational outcomes relationship. A basic supporting argument in this regard is that the design and implementation of effective HRM system will enhance the influence of human capital as a resource which enables a sustained competitive advantage (Mazurenko and O’Connor, 2012; Paauwe and Boselie, 2003) and positive behavioral reciprocation (Settoon et al., 1996).
2.4.1. [bookmark: _Toc26277556]Social Exchange Theory
The social exchange theory originated in the ‘50s of the last century and further developed during the ‘60s of the same century by contributions of many fields such as psychology, sociology, social psychology, and many others (Cropanzano and Mitchell, 2005; Emerson, 1976). As a conceptual model, the social exchange theory is one of the most significantly used models in organizational behavior especially when discussing dually interacting relationships either at an individual or institutional perspective (Cook et al., 2013; Cropanzano and Mitchell, 2005). Furthermore, it is an extensive theory that addresses human exchange relations both at micro and macro levels (Priyankara et al., 2018).
Relative to organizations, social exchange theory has long been accompanying researchers’ effort to describe the motivational foundation behind employee behaviors and the mechanism of creating their positive outcomes (Settoon et al., 1996). Therefore, this study is grounding on the primary principles that the exchange of social and material resources is an essential form of human interaction and that social exchange is limited to actions that are contingent on rewarding actions from others (Blau, 1968). When portrayed on organizational settings, social exchange theory conceives that employees balance the perceived benefits and costs of their decisions and actions, with the expectation that their decisions and actions will produce favorable rewards throughout the exchange process (Wang and Noe, 2010). Hence, social exchange relationship evolves when employers take care of their employees by direct beneficial actions leading to favorable consequences supported by positive expectations (Cropanzano and Mitchell, 2005; Settoon et al., 1996). Such expectations fall into three categories; i.e., general, particular, and comparative expectations. General expectations link the expected benefits with the role, occupation, and social norms, while particular expectations are those associated with rewards received from particular person or entity, and comparative expectations are defined by the comparison of rewards of a relationship and the cost of maintaining this relationship (Blau, 1968). Consequently, this study contends that sustainable HRM influences positive organizational outcomes; i.e., employee performance and perceived sustainable organizational support, by nurturing better relationships between employees and their organizations.
Social exchange process revolves around the norm of reciprocity as the best-known exchange rule that results from the best work relationships (Cropanzano and Mitchell, 2005). When employees involve in social exchanges, they expect and involve in mutual reciprocity, which is expected to build trust and improve the quality of social relationships within the workplace (Cropanzano and Mitchell, 2005; Schoorman et al. 2007). Reciprocal commitments are the foundation of social exchange, which advocates that parties in a jointly dependent relationship give and take in a manner that maximizes their benefits (Phipps et al., 2013). Therefore, if employees receive what they perceive as favorable treatment from their organization, they will reciprocate by exhibiting more positive outcomes benefiting the organization in return (Jose and Mampilly, 2012; Kim and Ko, 2014). Therefore, the outcomes of sustainable HRM within organizations is well explained by reciprocal social exchange, as employees receive job-related support from their organization (Ozigbo, 2012), which will generate a reciprocal effect that yields performance outcomes (Alfes et al., 2013; Cropanzano and Mitchell, 2005).
2.4.2. [bookmark: _Toc26277557]Resource-Based View of The Firm
The role of organizational resources as critical antecedents of several organizational outcomes is highlighted throughout the literature with a primary aim to pinpoint characteristics of organizational resources which lead to the creation of an organizational competitive advantage (Mazurenko and O’Connor, 2012). The resource-based view (RBV) of the firm, as a theoretical framework, posits that the firm should implement strategies that exploit internal organizational strength (through resources) to obtain a sustained competitive advantage ( Barney, 1991; Duschek, 2004). Therefore, RBV is a sound theoretical ground that should be employed when linking organizational strategy to positive outcomes through internal organizational resources (Wright et al., 1994). 
Firm resources refer to all assets, capabilities, organizational processes, firm attributes, information, knowledge, etc. controlled by a firm to conceive and implement strategies that improve its efficiency and effectiveness (Barney, 1991). Moreover, specific resources are seemingly crucial for a firm to develop a sustained competitive advantage (Barney, 1986; Paauwe and Boselie, 2003). Critical resources are characterized by the level of heterogeneity and immobility that make them hard to imitate by competitors (Peteraf, 1993; Wright et al., 1994; Wright et al., 2001) with no claim throughout the literature supporting any industry of possessing perfect homogeneity and immobility (Barney, 1991). This fact then suggests that even though not all resources are equivalently contributing toward the achievement of sustained competitive advantage, some resources are meant to be a continuous source of such advantage (Mazurenko and O’Connor, 2012). Moreover, resources that enable sustained competitive advantage must be linked through an organizational strategy that jointly makes them rare, valuable, inimitable, non-tradable, non-substitutable, and firm-specific ( Chan et al., 2004; Delery and Roumpi, 2017; Ray et al., 2004). Additionally, for resources to constitute a role in leveraging a sustained competitive advantage they must be flexible and fit for varying contexts (Chapman et al., 2016), a characteristic that can readily be associated with human resource (Wright et al., 1994).
Furthermore, the deliverability of a sustained competitive advantage through human resource shall entail two main elements: human capital advantage and human process advantage (Boxall, 1999). Therefore, organizations should encourage the dramatic shift in setting organizational strategy (Peteraf, 1993) characterized by a focus on an inside-out approach rather than outside-in approach, especially when resources are considered to enable and sustain competitive advantage (Paauwe and Boselie, 2003).
The RBV further stresses the inducing role of HRM in developing human capital in organizations (Farouk et al., 2016; Wright et al., 1994) and a strong theoretical support for HRM influence on organizational outcomes (Barney, 2001; Chadwick and Dabu, 2009; Wright et al., 2001) consequently being one of the dominant theories when linking HRM to positive organizational outcomes (Duschek, 2004; Paauwe and Boselie, 2003). Furthermore, RBV ensures that proper emphasis is given to the commonalities and differences among sustainable HRM practices to leverage firm’s core competencies as a means of achieving sustained competitive advantage (Chapman et al., 2016; Mazurenko and O’Connor, 2012). Additionally, RBV relates to HRM field by suggesting that people, as a resource, acquire the properties necessary to create a competitive advantage, i.e. value, inimitability, non-substitutability, and non-transferability (Paauwe and Boselie, 2003). This study is exploring the influence of sustainable HRM practices on positive organizational outcomes to extend the literature in this field and relate different aspects of competitiveness to sustainable HRM. Another gap that this study is the scarcity of RBV research when exploring the influence of sustainable HRM, in particular, in critical industries such as healthcare (Mazurenko and O’Connor, 2012) and oil and gas.
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2.5. [bookmark: _Toc26277571]The Study Framework
This section will highlight the study framework based on the literature review presented earlier in this chapter. The study is designed to look into the effect of a single independent variable; i.e. sustainable HRM, two dependent variables, i.e. employee performance and perceived sustainable organizational support (PSOS), and two mediators, i.e. organizational knowledge sharing (OKS) and employee empowerment. Figure 2.2 indicate the study framework with constructs and relationship paths.
	[image: ]


[bookmark: _Toc18446619]Figure 2. 2: General Study Framework
2.5.1. [bookmark: _Toc26277572]Mediation Testing
Statistical methods for mediation analysis can be traced to the from the boundless need to understand the psychological process through which independent variables affect dependent variable in social arena (Rucker et al., 2011). Additionally, a proof in earlier researches concluded that mediation analysis provides researchers with a story about the sequence of effects that leads to causal explanations (Kenny, 2008) thus defining the proposed relationship into a causal chain and almost always framed in causal terms (Frazier et al., 2004). In basic terms, causal modeling defines variables and estimates the relationships among them to explain “how” changes in one or more variables result in changes to one or more other variables within a given context (Lowry and Gaskin, 2014). Henceforth, at the core of causal modeling is mediation which establish the “how” or “why” one variable (independent) predicts or causes an outcome (dependent) variable and defines the mechanism through which this predictor impacts the outcome (Baron and Kenny, 1986; Hayes, 2009). 
Consequently, mediating variables have been widely used to seek explanation to how or why two variables are related with a prime aim to identify processes underlying human behavior that are relevant across behaviors and contexts (Lowry and Gaskin, 2014; MacKinnon et al., 2007; Preacher and Hayes, 2008). Additionally, as mentioned earlier mediation process is critical for conducting scientific investigations to advance the research fields by confirming causal relationships and identifying factors that possess the potential to assist in understanding the nature of interactional relationships of greater interest to academics and practitioners. The work of Baron and Kenny (1986) and James and Brett (1984) have set the start of the theoretical foundation of the mediation process pertaining to the foundation and analytic guidelines (Hayes, 2009).
Variety of mediation-analysis methods have been developed and used throughout literature that enabled the extraction of more accurate interpretation whether a variable acceptably mediates the relation between two other variables (MacKinnon et al., 2007). Consequently, several methods have been proposed in the most current literature to assess the mediating effect and scale of what is currently known as statistical significance (MacKinnon et al., 2007). The first and most used method is the causal-steps approach by Baron and Kenny (1986) (Hayes, 2009; MacKinnon et al., 2002; MacKinnon et al., 2007). The causal-step method specifies multiple significance tests of the strength of the overall links in a causal chain between:
· Independent variable (X) and dependent variable (Y)
· Independent variable (X) and mediator (M)
· Mediator variable (M) and dependent variable (Y), and finally,
· The visual check of the direct relation between X and Y before and after the introduction of the mediator (MacKinnon et al., 2007).
What is often ignored in mediational analyses is the causal or structural model and the parameters of that model which estimate the mediation (Kenny, 2008).
Multiple regression (Akin, 2016; Allen et al., 2015; Naranjo-Valencia et al., 2016; Selden and Sowa, 2015) has been set as an effective mediation relationship testing technique (Lowry and Gaskin, 2014; Mallinckrodt et al., 2006) especially with relatively simpler and less complex modeling scenarios with limited number of independent and dependent variables (Lowry and Gaskin, 2014).
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3.1. [bookmark: _Toc26277577]Introduction
This chapter will present a discussion of the steps taken in building up of the research methodology relative to population and sample, instrumentation, data collection, data analysis procedure. prior to addressing the research methodology aspects listed earlier, this chapter will address an overview of the research philosophy, the research approach, and research choices as a mean to clarify to the readers the overall process underwent in the course of developing this part of the study.
3.2. [bookmark: _Toc26277578]Overview of Research Philosophy
The field of research methods is known to be very broad and multifaceted with great focus on defining the basics of the philosophy that research is built upon to guarantee effective construction of the intended research (Avgousti, 2013). Research in general is meant to satisfy three main aspects;
· Knowledge enquiry and investigation
· The buildup of systematic methodological approach, and 
· Enhance the overall knowledge (Amaratunga et al., 2002).
The work of Smith et al. (1991) identified three main reasons why the exploration of research philosophy is essential. The first, exploring research philosophy can assist researchers to fine-tune the research methods hence establishing a sound research strategy. The second, the knowledge created by setting sound research philosophy will enable the researchers to evaluate different methodologies and methods to avoid redundant work and duplication of work by recognizing limitations of the main research streams at an early stage. The third, research philosophy will help researchers be more artistic in selecting and adapting to methods that were once outside their considerations for the subject research. 
 In general terms, research is conducted to solve problems (Bell, 2014) and enrich people’s knowledge (Saunders, 2011). In practical business fields, research is essential tool for organizations which enables gathering information that will contribute to enhance strategic decision making, structural developments, and overall improvements (Avgousti, 2013).
A paradigm consists of the four main elements: ontology; the study of being, epistemology; the nature and forms of knowledge, methodology; strategy or plan of action which lead to the selection and use of a specific method, and, methods; the specific techniques and procedures used to collect and analyze data, with each element is explained, and then the relationships between them are explored (Scotland, 2012). For the research to be firmly established, researchers shall identify three aspects being the philosophical basis, the strategy of the study, and the methodology used for data gathering and analysis. 
The philosophical basis of research can be summarized in two main themes; i.e. positivism and post-positivism. The positivism philosophy underpins the quantitative methods while post-positivism underpins the qualitative methods of research (Al-Hamdan and Anthony, 2010). The positivist approaches to the social science suggests that phenomena can be considered as “hard” facts and that the relationship between these facts can be established as scientific laws (Al-Hamdan and Anthony, 2010). Additionally, positivism always explore relationships for causal explanation and fundamental laws and reduce the research scheme to its basic building blocks to facilitate proper and effective analysis (Remenyi and Williams, 1998).
 However, a major limitation of the positivist as a research philosophy is that it yields beneficial but limited data that can only provide a superficial view of the phenomena under investigation, additionally, criticized of not being able to provide in-depth examination of human beings and behaviors (Crossan, 2003). However, research philosophy relates to the key views and assumptions which defines the essence of the research process and the links to the research environment (Saunders, 2011), hence, help researchers attain better understanding of the study issue (Remenyi and Williams, 1998). Therefore, researchers should neither ignore any of the possible research method under the posited philosophies nor be directed toward a single research direction taking into considerations, if possible and applicable, the characteristics of quantitative and qualitative approaches (Avgousti, 2013; Tashakkori and Teddlie, 1998). The currently considered opposing philosophies shall be considered as complementing procedures falling on the same continuum leading to enhanced view of research.
This study is built to explore and test the direct and indirect influence of the independent variable; i.e. sustainable HRM, on the dependent variables through the prescribed mediating factors. Accordingly, the research strategy was constructed using the theoretical base to generate the study hypotheses. The ontological foundation of this study is the prediction of human behaviors and attitudes, which are observable facts that are measures through individual perceptions and aimed to help explain the study relationships as an effort to expand the possibility of generalization. The epistemological foundation of this study is the positivism paradigm, an approach that is heavily utilized in social science as a research model to investigate the social settings (Crossan, 2003). The positivism paradigm is associated with the generation of quantifiable measures (data) and further associate such measures to statistical tests and analysis to relate different constructs in causal relationships aiming at reaching a generalization scheme to expand the research and knowledge basis (Williams, 2007). Hence, the positivism paradigm is associated with quantitative research approaches which is based on a strong academic tradition that places more trust in numbers in representing opinions and concepts (Amaratunga et al., 2002). Accordingly, this study will adopt the positivism paradigm and subsequently the quantitative approach to test the study framework in an aim to be able to explain the causal relationships proposed by the study.
3.3. [bookmark: _Toc26277579]Research Approach
Several research approaches exist in literature. Among these research approaches is the hypothetic-deductive approach, one of the most used approaches by researchers (Amaratunga et al., 2002; Gabriel and Violato, 2013) which this study is adapting. This approach is widely adapted by positivist to explore the field of social research through the assumption of enabling the production of objective data developed by observing the surrounding natural world (Monti and Tingen, 1999). Additionally, one of the major implications of the hypothetic-deductive approach is the need for independence of the observer (researcher) from the subject being observed (researched) and the need to formulate hypotheses for subsequent verifications (Amaratunga et al., 2002).
The steps and stages of deductive approaches were highlighted by Saunders (2011) as:
· Deducing the hypothesis: a stage where propositions with multiple variable are tested and based on existing theories.
· Operationalize the hypotheses through an indication of the measuring scheme.
· Testing the proposed hypotheses
· Examining the support of the results to the theory and explore the need for theory modification.
· If required, theory to be adjusted as deemed by the findings.
Following the same logic, this study initiated the testing of the direct relationship between the sustainable HRM and positive organizational outcomes then introducing the mediating factors aiming to extend the theory and place generalization of the framework on a better ground.
3.4. [bookmark: _Toc26277580]Research Choices
Research strategy should always be chosen while incorporating all research aspects and employ the unique approach, relative to each specific research, in terms of data collection and analysis data with all known advantages and disadvantages highlighted for future considerations (Yin, 1994). Furthermore, the decision of the research method should be based on consideration of philosophical paradigm and research goal, the nature of research phenomena, the depth and width of the research questions, and practical nature of the research field environment (Amaratunga et al., 2002; Shih, 1998). Given the wide range of choices of research formulation, including experiments, surveys, case studies, action research, grounded theory, etc., the first level of decision-guiding conditions for researchers starts at the assessment of the underlying nature of the intended research whether exploratory, descriptive, or explanatory research (Saunders, 2011) prior to commencing the research journey. The second level of the decision-guiding conditions for researchers is within the objective of the study and the existing knowledge in the field and the equally important is the timeline of the intended study. This study is utilizing the survey approach to explore the research objective, a decision based on the fact survey approach is strongly associated with the deductive and quantitative research approaches in social science (Saunders, 2011).
3.5. [bookmark: _Toc26277581]Population and Sample
The study sample was based on random sampling technique. The random sampling is normally considered to ensure equal participation opportunity to all individuals within the population, hence ensuring non-bias results. In a standardized approach, sampling is the process of obtaining information about an entire population by examining only a part of it, however the sample should resemble a true representation of the target population and its overall characteristics without any bias so that inference can be made about the validity and reliability of the resulted conclusions. (Kothari, 2004). Therefore, based on the sample size(s) calculation formula used by Krejcie and Morgan (1970) (Krejcie and Morgan, 1970) as
s = X2 N P(1- P) ÷ [d2 (N-1) + X2 P(1- P)]
where,
	X2
	=
	the table value of chi-square for 1 degree of freedom at the desired confidence level (3.841 for 0.95 confidence level),

	N
	=
	Population size,

	P
	=
	The population proportion (assumed to be .50 since this would provide the maximum sample size).

	D
	=
	the degree of accuracy expressed as a proportion (.05)


The resulted sample size at maximum requirement is 377 and 376 for healthcare and oil and gas respectively. The sample size is based on the best estimate of the accessible population size of 20,000 employees for Healthcare and 18,000 employees for the oil and gas sector.
The study targeted Full-time employees from oil and gas and healthcare sectors in the UAE as a sample. More specifically, the study was confined within the public healthcare sector in the emirate of Abu Dhabi to bound the participation and responses to a similar organizational setting to enable proper interpretation of the results through refining the benchmarking process. For the oil and as sector, there is no segregation of private and public as such since the oil and gas sector is widely defined by almost a unique setting to which the results can easily be associated.  Furthermore, limiting the scope of the study to two sectors was planned to assure an effective comparison of the results and findings (Chiang and Birtch, 2007) within each sector and among different sectors. 
3.6. [bookmark: _Toc26277582]Instrumentation 
A research methodology emphasizes the required methods for data collection that are most appropriate for the particular research purpose hence deciding on the use of instrument that will be utilized for data gathering (Bell, 2014). Furthermore, several aspects shall be considered to select the most suitable research methodology.
The survey instrument was developed in English and distributed electronically to be filled by participants with an adequate English fluency level to allow effective participation. Electronic (online) distribution of survey instrument ensured easy and convenient access. Furthermore, online or web-based survey guaranteed voluntary, anonymous, and confidential participation (informed consent was provided in the opening section of the survey) with a wide use and suggested high data reliability (Jiang and Hu, 2016).
The survey instrument consisted of 4 main sections with two sections further broken into two sub-sections each. The first section measured the demographics of the sample, then sustainable HRM, followed by organizational outcomes, and the last section measured the mediating factors. The organization of the instrument sections is detailed in Table 3.1.
[bookmark: _Toc18446508]Table 3. 1: Organization of Survey Instrument Sections
	Section
	Subsection
	No. of Items

	Demographics
	Gender
	

	
	Age
	

	
	Business Sector
	

	
	Years of Experience
	

	
	Organizational position
	

	
	Organizational role
	

	Sustainable HRM
	Highly Selective Staffing
	4

	
	Extensive Training
	4

	
	Performance Management
	4

	Organizational Outcomes
	Employee Performance
	5

	
	Perceived Sustainable Organizational Support
	3

	Mediating Factors
	Organizational Knowledge Sharing
	4

	
	Employee Empowerment
	4


All items in the survey (except for employee performance) were measured using a seven-point, Likert-type scale ranging from strongly disagree (1) and strongly agree (7), with midpoint (4) as neutral. Employee performance were measured using a self-assessment scale of five items ranging from Highly ineffective (1) and Highly Effective (6) with no “neutral” midpoint to ensure assessment being to either side of the scale.
The constructs measurement items ranged from three to five items as recommended by Kenny (1979). The following sections discuss the measurement of each construct with a full list of items provided in appendix A for reference.
3.6.1. [bookmark: _Toc26277583]Sustainable HRM
A 12-item composite scale was adopted from Moideenkutty et al. (2011) to measure three sustainable HRM practices; i.e. highly selective staffing (four items); extensive training (four items); and performance management (four items). Items were modified to measure employee perception and directly indicate employee opinions of each practice and overall HRM system. Sample items of HRM practices include: “My organization places a lot of importance on selecting the best person for a given job” for highly selective staffing, “In my organization, employees are receiving sufficient formal training for a typical employee in a year” for extensive training, and “My organization spends a great deal of effort to measure employee performance” for performance management.
3.6.2. [bookmark: _Toc26277584]Employee Performance
A five-item scale was adopted from Werner (1994) and adjusted to measure employee self-reported performance. A self-rated employee performance approach was adopted to align with measurement of other constructs in this study previous research (Blaich et al., 2008; Chow et al., 2006; Hodges, 2010; Kooij et al., 2013). Employee performance was assessed based on perception of their initiative, dependability, work knowledge, work quality, and overall performance.
3.6.3. [bookmark: _Toc26277585]Perceived Sustainable Organizational Support
The scale for assessing PSOS was adopted from App and Büttgen (2016). The scale was built to measure employee perception of support in terms of their performance capability being preserved by their organization. Three items (e.g. “My organization would like to preserve the performance capability of its staff permanently”) were used to measure PSOS.
3.6.4. [bookmark: _Toc26277586]Organizational Knowledge Sharing
The measurement of organizational knowledge sharing was adopted from Lin and Lee (2004). Four items were used to measure knowledge sharing within organizations (e.g. “My organization has processes for distributing knowledge throughout the organization” and “My organization has processes for transferring organizational knowledge to employees”).
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3.2. [bookmark: _Toc259805][bookmark: _Toc1337135][bookmark: _Toc1337304][bookmark: _Toc3702874][bookmark: _Toc4172312][bookmark: _Toc4172489][bookmark: _Toc4176583][bookmark: _Toc4255732][bookmark: _Toc4255945][bookmark: _Toc6015473][bookmark: _Toc6043333][bookmark: _Toc6043534][bookmark: _Toc6154907][bookmark: _Toc6155108][bookmark: _Toc6156097][bookmark: _Toc6156495][bookmark: _Toc6156836][bookmark: _Toc6157040][bookmark: _Toc6157244][bookmark: _Toc6157479][bookmark: _Toc6157714][bookmark: _Toc6246320][bookmark: _Toc6386757][bookmark: _Toc6635139][bookmark: _Toc6635876][bookmark: _Toc6636120][bookmark: _Toc6636751][bookmark: _Toc6637204][bookmark: _Toc6637644][bookmark: _Toc6637891][bookmark: _Toc6638140][bookmark: _Toc6638392][bookmark: _Toc6638643][bookmark: _Toc6641118][bookmark: _Toc6641369][bookmark: _Toc6641626][bookmark: _Toc6641884][bookmark: _Toc6642142][bookmark: _Toc6642399][bookmark: _Toc6643703][bookmark: _Toc6657045][bookmark: _Toc6673141][bookmark: _Toc8605903][bookmark: _Toc8606181][bookmark: _Toc8606467][bookmark: _Toc13902167][bookmark: _Toc13902555][bookmark: _Toc14135210][bookmark: _Toc14375284][bookmark: _Toc14391170][bookmark: _Toc14732181][bookmark: _Toc14736107][bookmark: _Toc14736961][bookmark: _Toc15658970][bookmark: _Toc15659265][bookmark: _Toc18444106][bookmark: _Toc26277591]
3.3. [bookmark: _Toc259806][bookmark: _Toc1337136][bookmark: _Toc1337305][bookmark: _Toc3702875][bookmark: _Toc4172313][bookmark: _Toc4172490][bookmark: _Toc4176584][bookmark: _Toc4255733][bookmark: _Toc4255946][bookmark: _Toc6015474][bookmark: _Toc6043334][bookmark: _Toc6043535][bookmark: _Toc6154908][bookmark: _Toc6155109][bookmark: _Toc6156098][bookmark: _Toc6156496][bookmark: _Toc6156837][bookmark: _Toc6157041][bookmark: _Toc6157245][bookmark: _Toc6157480][bookmark: _Toc6157715][bookmark: _Toc6246321][bookmark: _Toc6386758][bookmark: _Toc6635140][bookmark: _Toc6635877][bookmark: _Toc6636121][bookmark: _Toc6636752][bookmark: _Toc6637205][bookmark: _Toc6637645][bookmark: _Toc6637892][bookmark: _Toc6638141][bookmark: _Toc6638393][bookmark: _Toc6638644][bookmark: _Toc6641119][bookmark: _Toc6641370][bookmark: _Toc6641627][bookmark: _Toc6641885][bookmark: _Toc6642143][bookmark: _Toc6642400][bookmark: _Toc6643704][bookmark: _Toc6657046][bookmark: _Toc6673142][bookmark: _Toc8605904][bookmark: _Toc8606182][bookmark: _Toc8606468][bookmark: _Toc13902168][bookmark: _Toc13902556][bookmark: _Toc14135211][bookmark: _Toc14375285][bookmark: _Toc14391171][bookmark: _Toc14732182][bookmark: _Toc14736108][bookmark: _Toc14736962][bookmark: _Toc15658971][bookmark: _Toc15659266][bookmark: _Toc18444107][bookmark: _Toc26277592]
3.3.1. [bookmark: _Toc259807][bookmark: _Toc1337137][bookmark: _Toc1337306][bookmark: _Toc3702876][bookmark: _Toc4172314][bookmark: _Toc4172491][bookmark: _Toc4176585][bookmark: _Toc4255734][bookmark: _Toc4255947][bookmark: _Toc6015475][bookmark: _Toc6043335][bookmark: _Toc6043536][bookmark: _Toc6154909][bookmark: _Toc6155110][bookmark: _Toc6156099][bookmark: _Toc6156497][bookmark: _Toc6156838][bookmark: _Toc6157042][bookmark: _Toc6157246][bookmark: _Toc6157481][bookmark: _Toc6157716][bookmark: _Toc6246322][bookmark: _Toc6386759][bookmark: _Toc6635141][bookmark: _Toc6635878][bookmark: _Toc6636122][bookmark: _Toc6636753][bookmark: _Toc6637206][bookmark: _Toc6637646][bookmark: _Toc6637893][bookmark: _Toc6638142][bookmark: _Toc6638394][bookmark: _Toc6638645][bookmark: _Toc6641120][bookmark: _Toc6641371][bookmark: _Toc6641628][bookmark: _Toc6641886][bookmark: _Toc6642144][bookmark: _Toc6642401][bookmark: _Toc6643705][bookmark: _Toc6657047][bookmark: _Toc6673143][bookmark: _Toc8605905][bookmark: _Toc8606183][bookmark: _Toc8606469][bookmark: _Toc13902169][bookmark: _Toc13902557][bookmark: _Toc14135212][bookmark: _Toc14375286][bookmark: _Toc14391172][bookmark: _Toc14732183][bookmark: _Toc14736109][bookmark: _Toc14736963][bookmark: _Toc15658972][bookmark: _Toc15659267][bookmark: _Toc18444108][bookmark: _Toc26277593]
3.3.2. [bookmark: _Toc259808][bookmark: _Toc1337138][bookmark: _Toc1337307][bookmark: _Toc3702877][bookmark: _Toc4172315][bookmark: _Toc4172492][bookmark: _Toc4176586][bookmark: _Toc4255735][bookmark: _Toc4255948][bookmark: _Toc6015476][bookmark: _Toc6043336][bookmark: _Toc6043537][bookmark: _Toc6154910][bookmark: _Toc6155111][bookmark: _Toc6156100][bookmark: _Toc6156498][bookmark: _Toc6156839][bookmark: _Toc6157043][bookmark: _Toc6157247][bookmark: _Toc6157482][bookmark: _Toc6157717][bookmark: _Toc6246323][bookmark: _Toc6386760][bookmark: _Toc6635142][bookmark: _Toc6635879][bookmark: _Toc6636123][bookmark: _Toc6636754][bookmark: _Toc6637207][bookmark: _Toc6637647][bookmark: _Toc6637894][bookmark: _Toc6638143][bookmark: _Toc6638395][bookmark: _Toc6638646][bookmark: _Toc6641121][bookmark: _Toc6641372][bookmark: _Toc6641629][bookmark: _Toc6641887][bookmark: _Toc6642145][bookmark: _Toc6642402][bookmark: _Toc6643706][bookmark: _Toc6657048][bookmark: _Toc6673144][bookmark: _Toc8605906][bookmark: _Toc8606184][bookmark: _Toc8606470][bookmark: _Toc13902170][bookmark: _Toc13902558][bookmark: _Toc14135213][bookmark: _Toc14375287][bookmark: _Toc14391173][bookmark: _Toc14732184][bookmark: _Toc14736110][bookmark: _Toc14736964][bookmark: _Toc15658973][bookmark: _Toc15659268][bookmark: _Toc18444109][bookmark: _Toc26277594]
3.3.3. [bookmark: _Toc259809][bookmark: _Toc1337139][bookmark: _Toc1337308][bookmark: _Toc3702878][bookmark: _Toc4172316][bookmark: _Toc4172493][bookmark: _Toc4176587][bookmark: _Toc4255736][bookmark: _Toc4255949][bookmark: _Toc6015477][bookmark: _Toc6043337][bookmark: _Toc6043538][bookmark: _Toc6154911][bookmark: _Toc6155112][bookmark: _Toc6156101][bookmark: _Toc6156499][bookmark: _Toc6156840][bookmark: _Toc6157044][bookmark: _Toc6157248][bookmark: _Toc6157483][bookmark: _Toc6157718][bookmark: _Toc6246324][bookmark: _Toc6386761][bookmark: _Toc6635143][bookmark: _Toc6635880][bookmark: _Toc6636124][bookmark: _Toc6636755][bookmark: _Toc6637208][bookmark: _Toc6637648][bookmark: _Toc6637895][bookmark: _Toc6638144][bookmark: _Toc6638396][bookmark: _Toc6638647][bookmark: _Toc6641122][bookmark: _Toc6641373][bookmark: _Toc6641630][bookmark: _Toc6641888][bookmark: _Toc6642146][bookmark: _Toc6642403][bookmark: _Toc6643707][bookmark: _Toc6657049][bookmark: _Toc6673145][bookmark: _Toc8605907][bookmark: _Toc8606185][bookmark: _Toc8606471][bookmark: _Toc13902171][bookmark: _Toc13902559][bookmark: _Toc14135214][bookmark: _Toc14375288][bookmark: _Toc14391174][bookmark: _Toc14732185][bookmark: _Toc14736111][bookmark: _Toc14736965][bookmark: _Toc15658974][bookmark: _Toc15659269][bookmark: _Toc18444110][bookmark: _Toc26277595]
3.3.4. [bookmark: _Toc259810][bookmark: _Toc1337140][bookmark: _Toc1337309][bookmark: _Toc3702879][bookmark: _Toc4172317][bookmark: _Toc4172494][bookmark: _Toc4176588][bookmark: _Toc4255737][bookmark: _Toc4255950][bookmark: _Toc6015478][bookmark: _Toc6043338][bookmark: _Toc6043539][bookmark: _Toc6154912][bookmark: _Toc6155113][bookmark: _Toc6156102][bookmark: _Toc6156500][bookmark: _Toc6156841][bookmark: _Toc6157045][bookmark: _Toc6157249][bookmark: _Toc6157484][bookmark: _Toc6157719][bookmark: _Toc6246325][bookmark: _Toc6386762][bookmark: _Toc6635144][bookmark: _Toc6635881][bookmark: _Toc6636125][bookmark: _Toc6636756][bookmark: _Toc6637209][bookmark: _Toc6637649][bookmark: _Toc6637896][bookmark: _Toc6638145][bookmark: _Toc6638397][bookmark: _Toc6638648][bookmark: _Toc6641123][bookmark: _Toc6641374][bookmark: _Toc6641631][bookmark: _Toc6641889][bookmark: _Toc6642147][bookmark: _Toc6642404][bookmark: _Toc6643708][bookmark: _Toc6657050][bookmark: _Toc6673146][bookmark: _Toc8605908][bookmark: _Toc8606186][bookmark: _Toc8606472][bookmark: _Toc13902172][bookmark: _Toc13902560][bookmark: _Toc14135215][bookmark: _Toc14375289][bookmark: _Toc14391175][bookmark: _Toc14732186][bookmark: _Toc14736112][bookmark: _Toc14736966][bookmark: _Toc15658975][bookmark: _Toc15659270][bookmark: _Toc18444111][bookmark: _Toc26277596]
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2. [bookmark: _Toc8605910][bookmark: _Toc8606188][bookmark: _Toc8606474][bookmark: _Toc13902174][bookmark: _Toc13902562][bookmark: _Toc14135217][bookmark: _Toc14375291][bookmark: _Toc14391177][bookmark: _Toc14732188][bookmark: _Toc14736114][bookmark: _Toc14736968][bookmark: _Toc15658977][bookmark: _Toc15659272][bookmark: _Toc18444113][bookmark: _Toc26277598]
3. [bookmark: _Toc8605911][bookmark: _Toc8606189][bookmark: _Toc8606475][bookmark: _Toc13902175][bookmark: _Toc13902563][bookmark: _Toc14135218][bookmark: _Toc14375292][bookmark: _Toc14391178][bookmark: _Toc14732189][bookmark: _Toc14736115][bookmark: _Toc14736969][bookmark: _Toc15658978][bookmark: _Toc15659273][bookmark: _Toc18444114][bookmark: _Toc26277599]
3.1. [bookmark: _Toc8605912][bookmark: _Toc8606190][bookmark: _Toc8606476][bookmark: _Toc13902176][bookmark: _Toc13902564][bookmark: _Toc14135219][bookmark: _Toc14375293][bookmark: _Toc14391179][bookmark: _Toc14732190][bookmark: _Toc14736116][bookmark: _Toc14736970][bookmark: _Toc15658979][bookmark: _Toc15659274][bookmark: _Toc18444115][bookmark: _Toc26277600]
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3.6.2. [bookmark: _Toc8605919][bookmark: _Toc8606197][bookmark: _Toc8606483][bookmark: _Toc13902183][bookmark: _Toc13902571][bookmark: _Toc14135226][bookmark: _Toc14375300][bookmark: _Toc14391186][bookmark: _Toc14732197][bookmark: _Toc14736123][bookmark: _Toc14736977][bookmark: _Toc15658986][bookmark: _Toc15659281][bookmark: _Toc18444122][bookmark: _Toc26277607]
3.6.3. [bookmark: _Toc8605920][bookmark: _Toc8606198][bookmark: _Toc8606484][bookmark: _Toc13902184][bookmark: _Toc13902572][bookmark: _Toc14135227][bookmark: _Toc14375301][bookmark: _Toc14391187][bookmark: _Toc14732198][bookmark: _Toc14736124][bookmark: _Toc14736978][bookmark: _Toc15658987][bookmark: _Toc15659282][bookmark: _Toc18444123][bookmark: _Toc26277608]
3.6.4. [bookmark: _Toc8605921][bookmark: _Toc8606199][bookmark: _Toc8606485][bookmark: _Toc13902185][bookmark: _Toc13902573][bookmark: _Toc14135228][bookmark: _Toc14375302][bookmark: _Toc14391188][bookmark: _Toc14732199][bookmark: _Toc14736125][bookmark: _Toc14736979][bookmark: _Toc15658988][bookmark: _Toc15659283][bookmark: _Toc18444124][bookmark: _Toc26277609]
3.6.5. [bookmark: _Toc26277610]Employee Empowerment
Measurement of employee empowerment was adopted by Moideenkutty et al. (2011). The measurement scale consisted of four items measuring employee perceptions of empowerment practices within organizations (e.g. “In my organization, employees have opportunities to engage in problem solving teams”).
3.7. [bookmark: _Toc26277611]Data Collection
A web-based survey was used for data collection. Invitations were sent to participants through emails and social media platforms (mainly LinkedIn®). In order to ensure high response rate, personalized invitations were prepared and sent to participants along with the approval letters obtained from the target organizations. Approvals for data collection were obtained through the concerned departments in each target organization after obtaining the approvals from the governing entity of each sector.
A total of 1,200 (600 for each sector) online invitations were sent out, with 308 usable responses received from oil and gas sector (51.3% response rate) and 481 usable responses received from healthcare sector (80.2% response rate). The response rate from healthcare was higher than that of oil and gas in almost the same duration. An observation of the healthcare response behavior is that the responses normally came in batches with an average of two to three days in between each batch of responses. The oil and gas on the other hand followed a normal response behavior over the course of data collection timeframe with no major observations. The distribution of responses from each sector are detailed in the following sub-sections.
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3.7.1. [bookmark: _Toc26277620]Oil and Gas Sector
Most respondents were male with a total number of 238 (77.3%) responses, which was expected in an organizational setting that consists of a male majority. Regarding participants’ age, 144 (46.8%) were between 26 and 35 years old and 123 (39.9%) were aged between 36 and 45 years old. Participants’ work experience ranged from less than 5 years to over 25 years. 45 respondents (14.6%) were having less than 5 years of experience, 66 respondents (21.4%) with 5 to 10 years of experience, 101 respondents (32.8%) with 11 to 15 years of experience, 50 respondents (16.2%) with 16 to 20 years of experience, 25 respondents (8.1%) with 21 to 25 years of experience and 21 respondents (6.8%) having above 25 years of experience.
The sample consisted of employees from different levels of the organization, with 55 (17.9%) at a non-managerial entry level, 96 (31.2%) from lower management, 137 (44.5%) from middle management, and 20 (6.5%) from top management positions. The sample consisted of 209 (67.9%) respondents who were core function employees and 99 (32.1%) who were administrative functions employees.
The distribution of the sample related to gender and organizational role were not evenly distributed with majority of core-business staff and male respondents, respectively. Other demographics were better distributed with no obvious skewness toward a specific item.
[bookmark: _Toc6151717][bookmark: _Toc6151933][bookmark: _Toc6153687][bookmark: _Toc18446509]Table 3. 2: Demographics distribution of the sample from Oil & Gas Sector
	Demographic
	Item
	Frequency
	%

	Gender
	Male
	238
	77.3

	
	Female
	70
	22.7

	Age
	Below 25 years
	7
	2.3

	
	26-35 years
	144
	46.8

	
	36-45 years
	123
	39.9

	
	46-55 years
	29
	9.4

	
	Above 55 years
	5
	1.6

	Years of experience
	Below 5 years
	45
	14.6

	
	5-10 years
	66
	21.4

	
	11-15 years
	101
	32.8

	
	16-20 years
	50
	16.2

	
	21-25 years
	25
	8.1

	
	Above 25 years
	21
	6.8

	Organizational position
	Entry level
(non-managerial)
	55
	17.9

	
	Lower management
	96
	31.2

	
	Middle management
	137
	44.5

	
	Top management
	20
	6.5

	Organizational role
	Core-business role
	209
	67.9

	
	Administrative-support function
	99
	32.1
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3.7.2. [bookmark: _Toc26277632]Healthcare Sector
Respondents were more female than male with 287 female respondents (59.7%) and 194 male respondents (40.3%), which was expected in an organizational setting that consists of a female majority. Regarding participants’ age, 6 (1.2%) were below 25 years, 193 respondents (40.1%) between 26 and 35 years old, 161 respondents (33.5%) were between 36 and 45 years old, 83 respondents (17.3%) between 46 to 55 years old, and 38 respondents (7.9%) above 55 years old. Similar to oil and gas, participants’ work experience ranged from less than 5 years to over 25 years. 29 respondents (6.0%) were having less than 5 years of experience, 151 respondents (31.4%) with 5 to 10 years of experience, 115 respondents (23.9%) with 11 to 15 years of experience, 93 respondents (19.3%) with 16 to 20 years of experience, 39 respondents (8.1%) with 21 to 25 years of experience and 54 respondents (11.2%) having more than 25 years of experience.
Healthcare sample also consisted of employees from different levels of the organization, with 149 (31.0%) at a non-managerial entry level, 85 (17.7%) from lower management, 168 (34.9%) from middle management, and 79 (16.4%) from top management positions. The sample was also skewed toward core-business staff with 383 (79.6%) core function employees and 98 (20.4%) administrative functions employees.
In this case, only organizational role was not evenly distributed with majority of core-business staff. Other demographics were better distributed with no obvious skewness toward a specific item.
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	Demographic
	Item
	Frequency
	%

	Gender
	Male
	194
	40.3

	
	Female
	287
	59.7

	Age
	Below 25 years
	6
	1.2

	
	26-35 years
	193
	40.1

	
	36-45 years
	161
	33.5

	
	46-55 years
	83
	17.3

	
	Above 55 years
	38
	7.9

	Years of experience
	Below 5 years
	29
	6.0

	
	5-10 years
	151
	31.4

	
	11-15 years
	115
	23.9

	
	16-20 years
	93
	19.3

	
	21-25 years
	39
	8.1

	
	Above 25 years
	54
	11.2

	Organizational position
	Entry level
(non-managerial)
	149
	31.0

	
	Lower management
	85
	17.7

	
	Middle management
	168
	34.9

	
	Top management
	79
	16.4

	Organizational role
	Core-business role
	383
	79.6

	
	Administrative-support function
	98
	20.4
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3.8. [bookmark: _Toc6637908][bookmark: _Toc6638158][bookmark: _Toc26277641]Data Analysis and hypotheses testing
This section details the model testing and steps that will be taken to confirm the model fit and validity for analysis and hypotheses testing. As recommended by Mueller and Hancock (2008), testing a proposed model employing Structural equation modeling involves four major steps:
· Initial model conceptualization involves the evolvement of thorough understanding of and justification for the underlying theory (done through literature review chapter)
· Parameter identification and estimation involves the comparison of total number of parameters to be estimated (t) with the number of unique (co)variances of measured variables (u) through:
u = p(p+1)/2,
where p is the total number of measured variables in the model. This calculation will be carried out in the following chapter during the analysis of the obtained data. 
· Data model fit assessment involves addressing the primary issue of SEM which is assessing the fit between the observed data and the hypothesized model. In this study, this step will be executed in three sub-steps identified as:
· Measurement model I: 1st order confirmatory factor analysis (CFA)
· Measurement model II: 2nd order confirmatory factor analysis (CFA)
· Structural model: 2nd order structural equation modeling (SEM)
· Potential model modification involves model fit adjustment based on modification indices (if required and possible). This step might not be required if the proper model fit is obtained.
One last step in the model-testing process is hypothesis testing and mediation analysis. This step will be a final step in testing the proposed model and confirming the hypotheses. The recommendations of Baron and Kenny (1986) will be followed in testing the mediation hypotheses as will be detailed in the following sections.
Identical procedure will be adopted for both sector; i.e. healthcare and oil and gas, to indicate the relationships between the constructs following the proposed model and to ultimately achieve one of the primary aims of this study of building an argument of comparative analysis between the subject sectors.
1. 
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3.8.1. [bookmark: _Toc26277653]Measurement Model I: 1st order CFA
The first step in the model-testing mechanism is constructing the 1st order model for the confirmatory factor analysis (CFA). The 1st order model includes seven constructs as shown in Figure 3.1. this model is built to test for construct validity of all 1st order constructs whether all constructs are well established and measured.
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[bookmark: _Toc6151935][bookmark: _Toc6155216][bookmark: _Toc18447167]Figure 3. 1: 1st order CFA Model



3.8.2. [bookmark: _Toc26277654]Measurement Model II: 2nd order CFA
The 2nd order model is constructed to test the proposed composite constructs by combining the HRM practices into a single composite constructs and test for the entire model validity and measurement wellness. The model is shown in Figure 3.2 with constructs covariated for CFA. The 2nd order model might be slightly modified after obtaining the outcomes from 1st order model and eleminating items with low or small loadings.
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[bookmark: _Toc6151936][bookmark: _Toc6155217][bookmark: _Toc18447168]Figure 3. 2: 2nd order CFA Model



3.8.3. [bookmark: _Toc26277655]Structural Model: 2nd order structural equation modeling (SEM)
The structural model is the support for the theoretical model of this study. The model is built by establishing the direct relationship between sustainable HRM at one end and the sustainable employee performance and perceived sustainable organizational support at the other end. Additionally, the model establishes the indirect mediation relationships through organizational knowledge sharing and employee empowerment. The relationships are summarized below in Table 3.3 and Figure 3.3 for illustration and clarity.
[bookmark: _Toc6151719][bookmark: _Toc6151937][bookmark: _Toc6153689][bookmark: _Toc18446511]Table 3. 4: Study framework relationships (paths)
	Relationsip
	Path

	Direct 
	Sustainble HRM  Sustainble employee performance

	
	Sustainble HRM  PSOS

	Indirect 
 
	Sustainble HRM  OKS  Sustainble employee performance

	
	Sustainble HRM  employee empowerment  PSOS
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[bookmark: _Toc6151938][bookmark: _Toc6155218][bookmark: _Toc18447169]Figure 3. 3: 2nd order SEM model
3.8.4. [bookmark: _Toc26277656]Model Fit Indexes
Prior to setting up the discussion of mediation testing and the approach will be used in this study to conclude the mediation level of the proposed mediators, the model fit indexes shall be discussed. The most widely used fit index is the chi square goodness-of-fit test. However, the chi square is an index that is very sensitive to sample size (Ullman and Bentler, 2003). The mostly used approach is to divide the chi square value by the degrees of freedom of the tested model with an acceptable value of 2:1 or 3:1 (Chan et al., 2007) with the ultimate value being insignificantly small. Additionally, the other mostly used model fit measures are:
· Goodness-of-fit index (GFI)
· The normed fit index (NFI)
· The comparative fit index (CFI), and
· The root mean square error of approximation (RMSEA)
Table 3.4 summarizes the acceptable value or range of each index.
[bookmark: _Toc6151720][bookmark: _Toc6151939][bookmark: _Toc6153690][bookmark: _Toc18447170]Figure 3. 4: Acceptable values and ranges of model fit indexes
	Fit Index 
	Range 
	Model fit 

	2/df
	2 – 3 (the smaller the better the model fit)
	Good

	GFI
	>0.9
	Good

	NFI
	>0.9
	Good

	CFI
	>0.95
	Good

	RMSEA
	0
	Exact fit

	
	<0.05
	Close fit

	
	0.05 – 0.08
	Fair fit

	
	0.10
	Mediocre fit 

	
	>0.10
	Poor fit


Due to the sensitivity of the 2/df, GFI, and NFI to sample size and number of indicators per factor (Chan et al., 2007), recommendation is given to use CFI and RMSEA as the primary goodness-of-fit indexes (Martens, 2005).
The assessment of mediating effects in this study follows the recommendation of Baron and Kenny (1986). Figure 3.4 illustrates the steps for mediations-testing, indicating path-testing requirement for mediation.
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[bookmark: _Toc18447171]Figure 3. 5: Mediation testing steps
Compared to the mediation process, a variable is considered a mediator if it satisfies the conditions:
a) Variations in levels of the independent variable (X) significantly account for variations in the proposed mediator (M) (path a),
b) Variations in the mediator (M) significantly account for variations in the dependent variable (Y) (path b), and
When paths a and b are controlled, a previously significant relation (path c) between the independent (X) and dependent (Y) variables (path c`) is no longer significant, with the strongest demonstration of mediation occurring when path c (path c′) is zero.
In simple and more confined approach, single mediation model can be illustrated by the functions:
Y = i1 + cX + e1
Y = i2 + c’X + bM + e2
M = i3 + aX + e3
 where the terms i1, i2, and i3; represent the average score of each variable and e1, e2, and e3 represent the error or the part of the relation that cannot be predicted (MacKinnon et al., 2007).
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4.1. [bookmark: _Toc26277660]Introduction
This chapter will discuss the results obtained by this study related to the targeted business sectors. Data analysis will cover oil and gas and healthcare sectors separately in areas where segregation is required while the same will be done jointly in areas where comparison is necessary to reach the intended conclusion.
Data collection was set forth for both sectors simultaneously and for the same duration. The survey was kept open to accept responses for 6 months. The reliability of the survey was measured for each set of data (both sectors) with reliability scores summarized in Table 4.1 below.
[bookmark: _Toc6151740][bookmark: _Toc6151941][bookmark: _Toc6153695][bookmark: _Toc26277794]Table 4. 1: Construct Reliability (Cronbach ) for Oil & Gas and Healthcare
	Construct
	# of items
	Oil & Gas
	Healthcare

	Sustainable HRM
	12
	0.950
	0.957

	PSOS
	3
	0.907
	0.921

	Employee Performance
	5
	0.858
	0.911

	Empowerment
	4
	0.909
	0.921

	OKS
	4
	0.927
	0.937

	Overall 
	28
	0.961
	0.972



All constructs showed high reliability, exceeding the minimum acceptable threshold of 0.7 (Gadermann et al., 2012), with no exceptions for both data sets. The obtained constructs reliability indicates satisfactory internal consistency of all used measures and high reproductivity level (Rakotonarivo et al., 2016) confirmed for both sectors data sets.
Furthermore, the average variance extracted (AVE) and composite reliability (CR) were calculated and summarized in Table 4.2.
[bookmark: _Toc26277795]Table 4. 2: Constructs AVE and CR for Oil & Gas and Healthcare
	Construct
	Oil & Gas
	Healthcare

	
	AVE
	CR
	AVE
	CR

	Sustainable HRM
	0.664
	0.854
	0.740
	0.916

	PSOS
	0.767
	0.934
	0.791
	0.948

	Employee Performance
	0.538
	0.714
	0.670
	0.866

	Empowerment
	0.721
	0.902
	0.751
	0.924

	OKS
	0.755
	0.926
	0.798
	0.951


The threshold value of 0.5 and 0.7 for average variance extracted and composite reliability (Fornell and Larcker, 1981), respectively were exceeded for all constructs indicating acceptable constructs reliability.
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4.2. [bookmark: _Toc26277670]Data Analysis
As indicated in chapter three of this study, data analysis will involve testing of study constructs in three stages; two for CFA testing and one for SEM. The three models used in the analysis were highlighted in the previous chapter (Figures 3.1, 3.2, and 3.3).
Furthermore, mediation testing will follow Baron and Kenny’s (1986) recommendations, which will be statistically validated through hierarchical regression using SPSS 18. Tables 4.3 and 4.4 show the mean, standard deviation and Pearson correlations between study constructs for oil and gas and healthcare sectors respectively.

[bookmark: _Toc6151741][bookmark: _Toc6151942][bookmark: _Toc6153696][bookmark: _Toc26277796]Table 4. 3: Descriptive statistics- Oil and Gas sector
	
	Mean
	SD
	1
	2
	3
	4
	5

	1
	Sustainable HRM
	2.84
	.821
	1
	
	
	
	

	2
	Employee Performance
	4.91
	.685
	.304**
	1
	
	
	

	3
	PSOS
	5.29
	1.273
	.660**
	.197**
	1
	
	

	4
	Empowerment
	4.95
	1.221
	.723**
	.384**
	.574**
	1
	

	5
	OKS
	4.55
	1.412
	.736**
	.345**
	.540**
	.710**
	1


The correlation values for the oil & gas sample shows no values exceeding the 0.8 threshold therefore testing for collinearity issue seen to be not required.
[bookmark: _Toc6151742][bookmark: _Toc6151943][bookmark: _Toc6153697][bookmark: _Toc26277797]Table 4. 4: Descriptive statistics- Healthcare sector
	
	Mean
	SD
	1
	2
	3
	4
	5

	1
	Sustainable HRM
	4.54
	1.387
	1
	
	
	
	

	2
	Employee Performance
	5.10
	.786
	.393**
	1
	
	
	

	3
	PSOS
	4.66
	1.554
	.782**
	.341**
	1
	
	

	4
	Empowerment
	4.58
	1.392
	.837**
	.417**
	.728**
	1
	

	5
	OKS
	4.58
	1.401
	.849**
	.408**
	.706**
	.845**
	1


Note: ** Correlation is significant at the 0.01 level (2-tailed).
As shown in both tables, the correlations are all significant at the 0.01 significance level. Choosing a threshold of 0.5 for the strength of the correlation (Koh and Pears, 2007) results in 6 out of 10 correlations in oil and gas, and 7 out of 10 in healthcare sector. However, setting the threshold at 0.3 will result in all correlations being strong with exception of one (PSOS to employee performance) in oil and gas sector. In return, the above results give a good initial indication of the study framework being of significance and promising positive and strong relationships which will be further confirmed in the coming sections.
However, in healthcare sample correlation results the possibility of collinearity issue arises with the correlation coefficient higher than 0.8 between:
· Sustainable HRM and empowerment,
· Sustainable HRM and OKS, and
· Empowerment and OKS. 
Further exploration of the issue utilizing the tolerance and variance inflation factor (VIF) shown in Table 4.5 indicated that:
[bookmark: _Toc26277798]Table 4. 5: Tolerance and VIF values for factors exceeding 0.8 correlation values
	
	Tolerance
	VIF

	Sustainable HRM
	0.230
	4.351

	Empowerment
	0.235
	4.263

	OKS
	0.219
	4.567



The resulted tolerance values above are all above the threshold 0.1 or 0.2 which indicate that the issue of collinearity in the data set for healthcare does not exist.   
1. [bookmark: _Toc47802][bookmark: _Toc48097][bookmark: _Toc259833][bookmark: _Toc1337174][bookmark: _Toc1337343][bookmark: _Toc3702913][bookmark: _Toc4172352][bookmark: _Toc4172529][bookmark: _Toc4176623][bookmark: _Toc4255772][bookmark: _Toc4255985][bookmark: _Toc6015513][bookmark: _Toc6043373][bookmark: _Toc6043574][bookmark: _Toc6154947][bookmark: _Toc6155148][bookmark: _Toc6156137][bookmark: _Toc6156535][bookmark: _Toc6156876][bookmark: _Toc6157080][bookmark: _Toc6157284][bookmark: _Toc6157519][bookmark: _Toc6157754][bookmark: _Toc6246360][bookmark: _Toc6386797][bookmark: _Toc6635181][bookmark: _Toc6635918][bookmark: _Toc6636162][bookmark: _Toc6636793][bookmark: _Toc6637246][bookmark: _Toc6637686][bookmark: _Toc6637935][bookmark: _Toc6638185][bookmark: _Toc6638436][bookmark: _Toc6638687][bookmark: _Toc6641162][bookmark: _Toc6641413][bookmark: _Toc6641670][bookmark: _Toc6641928][bookmark: _Toc6642186][bookmark: _Toc6642443][bookmark: _Toc6643747][bookmark: _Toc6657089][bookmark: _Toc6673185][bookmark: _Toc8605983][bookmark: _Toc8606261][bookmark: _Toc8606547][bookmark: _Toc13902247][bookmark: _Toc13902635][bookmark: _Toc14135290][bookmark: _Toc14375364][bookmark: _Toc14391250][bookmark: _Toc14732261][bookmark: _Toc14736187][bookmark: _Toc14737041][bookmark: _Toc15659050][bookmark: _Toc15659345][bookmark: _Toc18444186][bookmark: _Toc26277671]
2. [bookmark: _Toc47803][bookmark: _Toc48098][bookmark: _Toc259834][bookmark: _Toc1337175][bookmark: _Toc1337344][bookmark: _Toc3702914][bookmark: _Toc4172353][bookmark: _Toc4172530][bookmark: _Toc4176624][bookmark: _Toc4255773][bookmark: _Toc4255986][bookmark: _Toc6015514][bookmark: _Toc6043374][bookmark: _Toc6043575][bookmark: _Toc6154948][bookmark: _Toc6155149][bookmark: _Toc6156138][bookmark: _Toc6156536][bookmark: _Toc6156877][bookmark: _Toc6157081][bookmark: _Toc6157285][bookmark: _Toc6157520][bookmark: _Toc6157755][bookmark: _Toc6246361][bookmark: _Toc6386798][bookmark: _Toc6635182][bookmark: _Toc6635919][bookmark: _Toc6636163][bookmark: _Toc6636794][bookmark: _Toc6637247][bookmark: _Toc6637687][bookmark: _Toc6637936][bookmark: _Toc6638186][bookmark: _Toc6638437][bookmark: _Toc6638688][bookmark: _Toc6641163][bookmark: _Toc6641414][bookmark: _Toc6641671][bookmark: _Toc6641929][bookmark: _Toc6642187][bookmark: _Toc6642444][bookmark: _Toc6643748][bookmark: _Toc6657090][bookmark: _Toc6673186][bookmark: _Toc8605984][bookmark: _Toc8606262][bookmark: _Toc8606548][bookmark: _Toc13902248][bookmark: _Toc13902636][bookmark: _Toc14135291][bookmark: _Toc14375365][bookmark: _Toc14391251][bookmark: _Toc14732262][bookmark: _Toc14736188][bookmark: _Toc14737042][bookmark: _Toc15659051][bookmark: _Toc15659346][bookmark: _Toc18444187][bookmark: _Toc26277672]
3. [bookmark: _Toc47804][bookmark: _Toc48099][bookmark: _Toc259835][bookmark: _Toc1337176][bookmark: _Toc1337345][bookmark: _Toc3702915][bookmark: _Toc4172354][bookmark: _Toc4172531][bookmark: _Toc4176625][bookmark: _Toc4255774][bookmark: _Toc4255987][bookmark: _Toc6015515][bookmark: _Toc6043375][bookmark: _Toc6043576][bookmark: _Toc6154949][bookmark: _Toc6155150][bookmark: _Toc6156139][bookmark: _Toc6156537][bookmark: _Toc6156878][bookmark: _Toc6157082][bookmark: _Toc6157286][bookmark: _Toc6157521][bookmark: _Toc6157756][bookmark: _Toc6246362][bookmark: _Toc6386799][bookmark: _Toc6635183][bookmark: _Toc6635920][bookmark: _Toc6636164][bookmark: _Toc6636795][bookmark: _Toc6637248][bookmark: _Toc6637688][bookmark: _Toc6637937][bookmark: _Toc6638187][bookmark: _Toc6638438][bookmark: _Toc6638689][bookmark: _Toc6641164][bookmark: _Toc6641415][bookmark: _Toc6641672][bookmark: _Toc6641930][bookmark: _Toc6642188][bookmark: _Toc6642445][bookmark: _Toc6643749][bookmark: _Toc6657091][bookmark: _Toc6673187][bookmark: _Toc8605985][bookmark: _Toc8606263][bookmark: _Toc8606549][bookmark: _Toc13902249][bookmark: _Toc13902637][bookmark: _Toc14135292][bookmark: _Toc14375366][bookmark: _Toc14391252][bookmark: _Toc14732263][bookmark: _Toc14736189][bookmark: _Toc14737043][bookmark: _Toc15659052][bookmark: _Toc15659347][bookmark: _Toc18444188][bookmark: _Toc26277673]
4. [bookmark: _Toc47805][bookmark: _Toc48100][bookmark: _Toc259836][bookmark: _Toc1337177][bookmark: _Toc1337346][bookmark: _Toc3702916][bookmark: _Toc4172355][bookmark: _Toc4172532][bookmark: _Toc4176626][bookmark: _Toc4255775][bookmark: _Toc4255988][bookmark: _Toc6015516][bookmark: _Toc6043376][bookmark: _Toc6043577][bookmark: _Toc6154950][bookmark: _Toc6155151][bookmark: _Toc6156140][bookmark: _Toc6156538][bookmark: _Toc6156879][bookmark: _Toc6157083][bookmark: _Toc6157287][bookmark: _Toc6157522][bookmark: _Toc6157757][bookmark: _Toc6246363][bookmark: _Toc6386800][bookmark: _Toc6635184][bookmark: _Toc6635921][bookmark: _Toc6636165][bookmark: _Toc6636796][bookmark: _Toc6637249][bookmark: _Toc6637689][bookmark: _Toc6637938][bookmark: _Toc6638188][bookmark: _Toc6638439][bookmark: _Toc6638690][bookmark: _Toc6641165][bookmark: _Toc6641416][bookmark: _Toc6641673][bookmark: _Toc6641931][bookmark: _Toc6642189][bookmark: _Toc6642446][bookmark: _Toc6643750][bookmark: _Toc6657092][bookmark: _Toc6673188][bookmark: _Toc8605986][bookmark: _Toc8606264][bookmark: _Toc8606550][bookmark: _Toc13902250][bookmark: _Toc13902638][bookmark: _Toc14135293][bookmark: _Toc14375367][bookmark: _Toc14391253][bookmark: _Toc14732264][bookmark: _Toc14736190][bookmark: _Toc14737044][bookmark: _Toc15659053][bookmark: _Toc15659348][bookmark: _Toc18444189][bookmark: _Toc26277674]
4.1. [bookmark: _Toc47806][bookmark: _Toc48101][bookmark: _Toc259837][bookmark: _Toc1337178][bookmark: _Toc1337347][bookmark: _Toc3702917][bookmark: _Toc4172356][bookmark: _Toc4172533][bookmark: _Toc4176627][bookmark: _Toc4255776][bookmark: _Toc4255989][bookmark: _Toc6015517][bookmark: _Toc6043377][bookmark: _Toc6043578][bookmark: _Toc6154951][bookmark: _Toc6155152][bookmark: _Toc6156141][bookmark: _Toc6156539][bookmark: _Toc6156880][bookmark: _Toc6157084][bookmark: _Toc6157288][bookmark: _Toc6157523][bookmark: _Toc6157758][bookmark: _Toc6246364][bookmark: _Toc6386801][bookmark: _Toc6635185][bookmark: _Toc6635922][bookmark: _Toc6636166][bookmark: _Toc6636797][bookmark: _Toc6637250][bookmark: _Toc6637690][bookmark: _Toc6637939][bookmark: _Toc6638189][bookmark: _Toc6638440][bookmark: _Toc6638691][bookmark: _Toc6641166][bookmark: _Toc6641417][bookmark: _Toc6641674][bookmark: _Toc6641932][bookmark: _Toc6642190][bookmark: _Toc6642447][bookmark: _Toc6643751][bookmark: _Toc6657093][bookmark: _Toc6673189][bookmark: _Toc8605987][bookmark: _Toc8606265][bookmark: _Toc8606551][bookmark: _Toc13902251][bookmark: _Toc13902639][bookmark: _Toc14135294][bookmark: _Toc14375368][bookmark: _Toc14391254][bookmark: _Toc14732265][bookmark: _Toc14736191][bookmark: _Toc14737045][bookmark: _Toc15659054][bookmark: _Toc15659349][bookmark: _Toc18444190][bookmark: _Toc26277675]
1. [bookmark: _Toc47807][bookmark: _Toc48102][bookmark: _Toc259838][bookmark: _Toc1337179][bookmark: _Toc1337348][bookmark: _Toc3702918][bookmark: _Toc4172357][bookmark: _Toc4172534][bookmark: _Toc4176628][bookmark: _Toc4255777][bookmark: _Toc4255990][bookmark: _Toc6015518][bookmark: _Toc6043378][bookmark: _Toc6043579][bookmark: _Toc6154952][bookmark: _Toc6155153][bookmark: _Toc6156142][bookmark: _Toc6156540][bookmark: _Toc6156881][bookmark: _Toc6157085][bookmark: _Toc6157289][bookmark: _Toc6157524][bookmark: _Toc6157759][bookmark: _Toc6246365][bookmark: _Toc6386802][bookmark: _Toc6635186][bookmark: _Toc6635923][bookmark: _Toc6636167][bookmark: _Toc6636798][bookmark: _Toc6637251][bookmark: _Toc6637691][bookmark: _Toc6637940][bookmark: _Toc6638190][bookmark: _Toc6638441][bookmark: _Toc6638692][bookmark: _Toc6641167][bookmark: _Toc6641418][bookmark: _Toc6641675][bookmark: _Toc6641933][bookmark: _Toc6642191][bookmark: _Toc6642448][bookmark: _Toc6643752][bookmark: _Toc6657094][bookmark: _Toc6673190][bookmark: _Toc8605988][bookmark: _Toc8606266][bookmark: _Toc8606552][bookmark: _Toc13902252][bookmark: _Toc13902640][bookmark: _Toc14135295][bookmark: _Toc14375369][bookmark: _Toc14391255][bookmark: _Toc14732266][bookmark: _Toc14736192][bookmark: _Toc14737046][bookmark: _Toc15659055][bookmark: _Toc15659350][bookmark: _Toc18444191][bookmark: _Toc26277676]
2. [bookmark: _Toc6635187][bookmark: _Toc6635924][bookmark: _Toc6636168][bookmark: _Toc6636799][bookmark: _Toc6637252][bookmark: _Toc6637692][bookmark: _Toc6637941][bookmark: _Toc6638191][bookmark: _Toc6638442][bookmark: _Toc6638693][bookmark: _Toc6641168][bookmark: _Toc6641419][bookmark: _Toc6641676][bookmark: _Toc6641934][bookmark: _Toc6642192][bookmark: _Toc6642449][bookmark: _Toc6643753][bookmark: _Toc6657095][bookmark: _Toc6673191][bookmark: _Toc8605989][bookmark: _Toc8606267][bookmark: _Toc8606553][bookmark: _Toc13902253][bookmark: _Toc13902641][bookmark: _Toc14135296][bookmark: _Toc14375370][bookmark: _Toc14391256][bookmark: _Toc14732267][bookmark: _Toc14736193][bookmark: _Toc14737047][bookmark: _Toc15659056][bookmark: _Toc15659351][bookmark: _Toc18444192][bookmark: _Toc26277677]
3. [bookmark: _Toc6635188][bookmark: _Toc6635925][bookmark: _Toc6636169][bookmark: _Toc6636800][bookmark: _Toc6637253][bookmark: _Toc6637693][bookmark: _Toc6637942][bookmark: _Toc6638192][bookmark: _Toc6638443][bookmark: _Toc6638694][bookmark: _Toc6641169][bookmark: _Toc6641420][bookmark: _Toc6641677][bookmark: _Toc6641935][bookmark: _Toc6642193][bookmark: _Toc6642450][bookmark: _Toc6643754][bookmark: _Toc6657096][bookmark: _Toc6673192][bookmark: _Toc8605990][bookmark: _Toc8606268][bookmark: _Toc8606554][bookmark: _Toc13902254][bookmark: _Toc13902642][bookmark: _Toc14135297][bookmark: _Toc14375371][bookmark: _Toc14391257][bookmark: _Toc14732268][bookmark: _Toc14736194][bookmark: _Toc14737048][bookmark: _Toc15659057][bookmark: _Toc15659352][bookmark: _Toc18444193][bookmark: _Toc26277678]
4. [bookmark: _Toc6635189][bookmark: _Toc6635926][bookmark: _Toc6636170][bookmark: _Toc6636801][bookmark: _Toc6637254][bookmark: _Toc6637694][bookmark: _Toc6637943][bookmark: _Toc6638193][bookmark: _Toc6638444][bookmark: _Toc6638695][bookmark: _Toc6641170][bookmark: _Toc6641421][bookmark: _Toc6641678][bookmark: _Toc6641936][bookmark: _Toc6642194][bookmark: _Toc6642451][bookmark: _Toc6643755][bookmark: _Toc6657097][bookmark: _Toc6673193][bookmark: _Toc8605991][bookmark: _Toc8606269][bookmark: _Toc8606555][bookmark: _Toc13902255][bookmark: _Toc13902643][bookmark: _Toc14135298][bookmark: _Toc14375372][bookmark: _Toc14391258][bookmark: _Toc14732269][bookmark: _Toc14736195][bookmark: _Toc14737049][bookmark: _Toc15659058][bookmark: _Toc15659353][bookmark: _Toc18444194][bookmark: _Toc26277679]
4.1. [bookmark: _Toc6635190][bookmark: _Toc6635927][bookmark: _Toc6636171][bookmark: _Toc6636802][bookmark: _Toc6637255][bookmark: _Toc6637695][bookmark: _Toc6637944][bookmark: _Toc6638194][bookmark: _Toc6638445][bookmark: _Toc6638696][bookmark: _Toc6641171][bookmark: _Toc6641422][bookmark: _Toc6641679][bookmark: _Toc6641937][bookmark: _Toc6642195][bookmark: _Toc6642452][bookmark: _Toc6643756][bookmark: _Toc6657098][bookmark: _Toc6673194][bookmark: _Toc8605992][bookmark: _Toc8606270][bookmark: _Toc8606556][bookmark: _Toc13902256][bookmark: _Toc13902644][bookmark: _Toc14135299][bookmark: _Toc14375373][bookmark: _Toc14391259][bookmark: _Toc14732270][bookmark: _Toc14736196][bookmark: _Toc14737050][bookmark: _Toc15659059][bookmark: _Toc15659354][bookmark: _Toc18444195][bookmark: _Toc26277680]
4.2. [bookmark: _Toc6635191][bookmark: _Toc6635928][bookmark: _Toc6636172][bookmark: _Toc6636803][bookmark: _Toc6637256][bookmark: _Toc6637696][bookmark: _Toc6637945][bookmark: _Toc6638195][bookmark: _Toc6638446][bookmark: _Toc6638697][bookmark: _Toc6641172][bookmark: _Toc6641423][bookmark: _Toc6641680][bookmark: _Toc6641938][bookmark: _Toc6642196][bookmark: _Toc6642453][bookmark: _Toc6643757][bookmark: _Toc6657099][bookmark: _Toc6673195][bookmark: _Toc8605993][bookmark: _Toc8606271][bookmark: _Toc8606557][bookmark: _Toc13902257][bookmark: _Toc13902645][bookmark: _Toc14135300][bookmark: _Toc14375374][bookmark: _Toc14391260][bookmark: _Toc14732271][bookmark: _Toc14736197][bookmark: _Toc14737051][bookmark: _Toc15659060][bookmark: _Toc15659355][bookmark: _Toc18444196][bookmark: _Toc26277681]
4.3. [bookmark: _Toc26277682]Confirmatory Factor Analysis
The next step in the analysis is model testing, which will start by the confirmatory factor analysis (CFA). The CFA will be carried out in two steps as shown in chapter three (Figures 3.1 and 3.2) with 1st and 2nd order models. CFA is conducted to evaluate the influence of common method variance and assess the distinctiveness of the measures used. CFA will be applied for samples of both sectors with results provided in the subsequent sections. CFA was carried out, as showed in chapter 3, using SPSS 18 software.
4.3.1. [bookmark: _Toc26277683]CFA- Oil & Gas Sector Sample
For the oil and gas sector sample, the 1st order CFA model resulted in an overall good model fit as indicated in Table 4.6. The 2/df, NFI, CFI and RMSEA showed a good model fit while GFI was 0.899, a value very close to the 0.9 acceptance threshold. The indicated model fit indexes show an adequate fit between the hypothetical framework and the sample data.
[bookmark: _Toc6015334][bookmark: _Toc6151743][bookmark: _Toc6151944][bookmark: _Toc6153698][bookmark: _Toc26277799]Table 4. 6: Model fit indexes for 1st order CFA model for Oil & Gas Sector
	Index 
	Result 
	Model fit

	2/df
	1.524 (496.94/26)
	Good

	GFI
	.899
	Good

	NFI
	.938
	Good

	CFI
	.978
	Good

	RMSEA
	0.041
	Close 


Similarly. the 2nd order CFA model results indicated a good model fit with all fit indexes exceeding the minimum threshold as shown in Table 4.7 which indicate an adequate fit between the proposed model and the sample data.

[bookmark: _Toc6015335][bookmark: _Toc6151744][bookmark: _Toc6151945][bookmark: _Toc6153699][bookmark: _Toc26277800]Table 4. 7: Model fit indexes for 2nd order CFA model for Oil & Gas Sector
	Index 
	Result 
	Model fit

	2/df
	1.710 (237.645/139)
	Good

	GFI
	.929
	Good

	NFI
	.949
	Good

	CFI
	.978
	Good

	RMSEA
	.048
	Close 


The oil and gas sample indicated a good model fit and the model (framework) is fit for the next step in model testing; i.e. SEM model testing.
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4.3.2. [bookmark: _Toc26277692]CFA- Healthcare Sector Sample
For the healthcare sector sample, the 1st order CFA model resulted in an overall good model fit as indicated in Table 4.8. The 2/df, NFI, and CFI showed a good model fit while GFI was very 0.895, a value very close to the 0.9 acceptance threshold. The RMSEA showed a fair model fit with an acceptable value of 0.053 falling within the range of 0.05 to 0.08.
[bookmark: _Toc6015336][bookmark: _Toc6151745][bookmark: _Toc6151946][bookmark: _Toc6153700][bookmark: _Toc26277801]Table 4. 8: Model fit indexes for 1st order CFA model for Healthcare Sector
	Index 
	Result 
	Model fit

	2/df
	2.331 (752.781/323)
	Good

	GFI
	.895
	Good

	NFI
	.948
	Good

	CFI
	.969
	Good

	RMSEA
	0.053
	Fair


Moreover, the 2nd order CFA model results for healthcare sample indicated a good model fit with most of fit indexes exceeding the minimum threshold as shown in Table 4.9. Once more, the RMSEA was in the fair fit range with acceptable value but not at the best expected level. Also, the GFI was very close to the recommended minimum threshold of 0.9.
[bookmark: _Toc6015337][bookmark: _Toc6151746][bookmark: _Toc6151947][bookmark: _Toc6153701][bookmark: _Toc26277802]Table 4. 9: Model fit indexes for 2nd order CFA model for Healthcare Sector
	Index 
	Result 
	Model fit

	2/df
	2.560 (350.7/137)
	Good 

	GFI
	.930
	Good 

	NFI
	.962
	Good

	CFI
	.977
	Good 

	RMSEA
	.057
	Fair


Accordingly, the healthcare sample indicated a good model fit and the model (framework) is fit for the next step in model testing; i.e. SEM model testing.
4.4. [bookmark: _Toc26277693]Structural Equation Modeling
The Structural model testing step in the analysis is modeled as in Figure 3.3. The SEM is conducted to check the effect of independent variable on dependent variables (Hair et al., 2008). SEM will be applied for study framework for samples from both sectors with results presented in the following sections.
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4.4.1. [bookmark: _Toc26277702]Oil & Gas Sample SEM
The SEM testing of the oil and gas sample resulted in a good fit with all model fit indexes showing above-threshold value of acceptable fit. the RMSEA showed a value (0.05) within the fair fit range of 0.08 to 0.08. The model fit values are summarized in Table 4.10. 
[bookmark: _Toc6015338][bookmark: _Toc6151747][bookmark: _Toc6151948][bookmark: _Toc6153702][bookmark: _Toc26277803]Table 4. 10: Model fit indexes for SEM of Oil & Gas Sector
	Index
	Result 
	Model fit

	2/df
	1.827 (261.267/143)
	Good

	GFI
	0.920
	Good

	NFI
	.943
	Good

	CFI
	.973
	Good

	RMSEA
	0.052
	Fair



4.4.2. [bookmark: _Toc26277703]Healthcare Sample SEM
Similarly, the SEM testing of the healthcare resulted in a good model fit with all model fit indexes showing acceptable values. The RMSEA showed a fair fit of value within the fair fit range as shown in Table 4.11.


[bookmark: _Toc6015339][bookmark: _Toc6151748][bookmark: _Toc6151949][bookmark: _Toc6153703][bookmark: _Toc26277804]Table 4. 11: Model fit indexes for SEM of Healthcare Sector
	Index
	Result 
	Model fit

	2/df
	2.666 (378.593/142)
	Good

	GFI
	0.924
	Good

	NFI
	0.958
	Good

	CFI
	0.973
	Good

	RMSEA
	0.059
	Fair


For both samples, the proposed study framework showed a good fit with the effect of Sustainable HRM (independent variable) on Employee performance and PSOS (dependent variables) well established. 
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4.5. [bookmark: _Toc26277705]Hypothesis Testing
Hypotheses testing for the proposed relationships, primarily the mediation relationships, were tested using two-step hierarchical regression (Akin, 2016; Allen et al., 2015; Naranjo-Valencia et al., 2016; Selden and Sowa, 2015). In the first step the relationship between sustainable HRM and employee performance through mediating role of OKS (H1 and H3) will be tested. Then, in the second step the relationship between sustainable HRM and PSOS through mediating role of employee empowerment (H2 and H4) will be tested. The hypothesis testing followed the framework of the study as shown in Figure 4.1.
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[bookmark: _Toc6155416][bookmark: _Toc18446962]Figure 4. 1: Study Theoretical Framework and Hypotheses
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3. [bookmark: _Toc6635218][bookmark: _Toc6635955][bookmark: _Toc6636199][bookmark: _Toc6636830][bookmark: _Toc6637283][bookmark: _Toc6637723][bookmark: _Toc6637972][bookmark: _Toc6638222][bookmark: _Toc6638473][bookmark: _Toc6638724][bookmark: _Toc6641199][bookmark: _Toc6641450][bookmark: _Toc6641707][bookmark: _Toc6641965][bookmark: _Toc6642223][bookmark: _Toc6642480][bookmark: _Toc6643784][bookmark: _Toc6657126][bookmark: _Toc6673222][bookmark: _Toc8606020][bookmark: _Toc8606298][bookmark: _Toc8606584][bookmark: _Toc13902284][bookmark: _Toc13902672][bookmark: _Toc14135327][bookmark: _Toc14375401][bookmark: _Toc14391287][bookmark: _Toc14732298][bookmark: _Toc14736224][bookmark: _Toc14737078][bookmark: _Toc15659087][bookmark: _Toc15659382][bookmark: _Toc18444223][bookmark: _Toc26277708]
4. [bookmark: _Toc6635219][bookmark: _Toc6635956][bookmark: _Toc6636200][bookmark: _Toc6636831][bookmark: _Toc6637284][bookmark: _Toc6637724][bookmark: _Toc6637973][bookmark: _Toc6638223][bookmark: _Toc6638474][bookmark: _Toc6638725][bookmark: _Toc6641200][bookmark: _Toc6641451][bookmark: _Toc6641708][bookmark: _Toc6641966][bookmark: _Toc6642224][bookmark: _Toc6642481][bookmark: _Toc6643785][bookmark: _Toc6657127][bookmark: _Toc6673223][bookmark: _Toc8606021][bookmark: _Toc8606299][bookmark: _Toc8606585][bookmark: _Toc13902285][bookmark: _Toc13902673][bookmark: _Toc14135328][bookmark: _Toc14375402][bookmark: _Toc14391288][bookmark: _Toc14732299][bookmark: _Toc14736225][bookmark: _Toc14737079][bookmark: _Toc15659088][bookmark: _Toc15659383][bookmark: _Toc18444224][bookmark: _Toc26277709]
4.1. [bookmark: _Toc6635220][bookmark: _Toc6635957][bookmark: _Toc6636201][bookmark: _Toc6636832][bookmark: _Toc6637285][bookmark: _Toc6637725][bookmark: _Toc6637974][bookmark: _Toc6638224][bookmark: _Toc6638475][bookmark: _Toc6638726][bookmark: _Toc6641201][bookmark: _Toc6641452][bookmark: _Toc6641709][bookmark: _Toc6641967][bookmark: _Toc6642225][bookmark: _Toc6642482][bookmark: _Toc6643786][bookmark: _Toc6657128][bookmark: _Toc6673224][bookmark: _Toc8606022][bookmark: _Toc8606300][bookmark: _Toc8606586][bookmark: _Toc13902286][bookmark: _Toc13902674][bookmark: _Toc14135329][bookmark: _Toc14375403][bookmark: _Toc14391289][bookmark: _Toc14732300][bookmark: _Toc14736226][bookmark: _Toc14737080][bookmark: _Toc15659089][bookmark: _Toc15659384][bookmark: _Toc18444225][bookmark: _Toc26277710]
4.2. [bookmark: _Toc6635221][bookmark: _Toc6635958][bookmark: _Toc6636202][bookmark: _Toc6636833][bookmark: _Toc6637286][bookmark: _Toc6637726][bookmark: _Toc6637975][bookmark: _Toc6638225][bookmark: _Toc6638476][bookmark: _Toc6638727][bookmark: _Toc6641202][bookmark: _Toc6641453][bookmark: _Toc6641710][bookmark: _Toc6641968][bookmark: _Toc6642226][bookmark: _Toc6642483][bookmark: _Toc6643787][bookmark: _Toc6657129][bookmark: _Toc6673225][bookmark: _Toc8606023][bookmark: _Toc8606301][bookmark: _Toc8606587][bookmark: _Toc13902287][bookmark: _Toc13902675][bookmark: _Toc14135330][bookmark: _Toc14375404][bookmark: _Toc14391290][bookmark: _Toc14732301][bookmark: _Toc14736227][bookmark: _Toc14737081][bookmark: _Toc15659090][bookmark: _Toc15659385][bookmark: _Toc18444226][bookmark: _Toc26277711]
4.3. [bookmark: _Toc6635222][bookmark: _Toc6635959][bookmark: _Toc6636203][bookmark: _Toc6636834][bookmark: _Toc6637287][bookmark: _Toc6637727][bookmark: _Toc6637976][bookmark: _Toc6638226][bookmark: _Toc6638477][bookmark: _Toc6638728][bookmark: _Toc6641203][bookmark: _Toc6641454][bookmark: _Toc6641711][bookmark: _Toc6641969][bookmark: _Toc6642227][bookmark: _Toc6642484][bookmark: _Toc6643788][bookmark: _Toc6657130][bookmark: _Toc6673226][bookmark: _Toc8606024][bookmark: _Toc8606302][bookmark: _Toc8606588][bookmark: _Toc13902288][bookmark: _Toc13902676][bookmark: _Toc14135331][bookmark: _Toc14375405][bookmark: _Toc14391291][bookmark: _Toc14732302][bookmark: _Toc14736228][bookmark: _Toc14737082][bookmark: _Toc15659091][bookmark: _Toc15659386][bookmark: _Toc18444227][bookmark: _Toc26277712]
4.4. [bookmark: _Toc6635223][bookmark: _Toc6635960][bookmark: _Toc6636204][bookmark: _Toc6636835][bookmark: _Toc6637288][bookmark: _Toc6637728][bookmark: _Toc6637977][bookmark: _Toc6638227][bookmark: _Toc6638478][bookmark: _Toc6638729][bookmark: _Toc6641204][bookmark: _Toc6641455][bookmark: _Toc6641712][bookmark: _Toc6641970][bookmark: _Toc6642228][bookmark: _Toc6642485][bookmark: _Toc6643789][bookmark: _Toc6657131][bookmark: _Toc6673227][bookmark: _Toc8606025][bookmark: _Toc8606303][bookmark: _Toc8606589][bookmark: _Toc13902289][bookmark: _Toc13902677][bookmark: _Toc14135332][bookmark: _Toc14375406][bookmark: _Toc14391292][bookmark: _Toc14732303][bookmark: _Toc14736229][bookmark: _Toc14737083][bookmark: _Toc15659092][bookmark: _Toc15659387][bookmark: _Toc18444228][bookmark: _Toc26277713]
4.5. [bookmark: _Toc6635224][bookmark: _Toc6635961][bookmark: _Toc6636205][bookmark: _Toc6636836][bookmark: _Toc6637289][bookmark: _Toc6637729][bookmark: _Toc6637978][bookmark: _Toc6638228][bookmark: _Toc6638479][bookmark: _Toc6638730][bookmark: _Toc6641205][bookmark: _Toc6641456][bookmark: _Toc6641713][bookmark: _Toc6641971][bookmark: _Toc6642229][bookmark: _Toc6642486][bookmark: _Toc6643790][bookmark: _Toc6657132][bookmark: _Toc6673228][bookmark: _Toc8606026][bookmark: _Toc8606304][bookmark: _Toc8606590][bookmark: _Toc13902290][bookmark: _Toc13902678][bookmark: _Toc14135333][bookmark: _Toc14375407][bookmark: _Toc14391293][bookmark: _Toc14732304][bookmark: _Toc14736230][bookmark: _Toc14737084][bookmark: _Toc15659093][bookmark: _Toc15659388][bookmark: _Toc18444229][bookmark: _Toc26277714]
4.5.1. [bookmark: _Toc26277715]Oil and Gas Sector
Mediation testing for oil and gas data set will be carried out following Baron and Kenny (1986) recommendations with the relationship tested in the sequence summarized in Figure 4.2. the same sequence will be used for testing the healthcare sample as well.
	
[image: ]


[bookmark: _Toc18446963]Figure 4. 2: Mediation testing steps
4.5.1.1. [bookmark: _Toc26277716]Sustainable HRM  OKS  employee performance
Following hierarchical regression of mediation testing, step (1a) (see Figure 4.2) showed a positive relationship between sustainable HRM and OKS (= 0.736; t = 18.992; p = .000, 95% CI = 1.134, 1.397; R2 = 0.541). The relationship between OKS and employee performance (1b) was also found to be positive (= 0.345; t = 6.425; p = .000; 95% CI = 0.116, 0.219; R2 = 0.119). Testing direct relationship between sustainable HRM and employee performance (1c) resulted in a positive relationship (= 0.304; t = 5.578; p = .000; 95% CI = 0.164, 0.343; R2 = 0.092). The inclusion of OKS into the relationship between sustainable HRM and employee performance (1c’) resulted in a weak and insignificant relationship (= 0.109; t = 1.383; p = 0.168; 95% CI = -0.039, 0.221; R2 = 0.124).
Therefore, the mediation testing results of the “Sustainable HRM  OKS  Employee performance” indicate full mediation according to Baron and Kenny (1986). The direct and indirect relationships and their significance level are presented in Table 4.12.
[bookmark: _Toc6015340][bookmark: _Toc6151749][bookmark: _Toc6151952][bookmark: _Toc6153704][bookmark: _Toc26277805]Table 4. 12: Direct & indirect relationships for Sustainable HRM --> OKS --> Employee Performance path for oil & gas sector
	Path
	Estimate
	s.e.
	P
	Significance
	Mediation

	Direct
	
	
	
	
	

	Sustainable HRM  Employee Performance
	.304
	.045
	.000
	Sig.
	Full Mediation

	Indirect
	
	
	
	
	

	Sustainable HRM  Employee Performance
	.109
	.068
	.168
	Insig.
	

	Sustainable HRM  OKS
	.736
	.067
	.000
	Sig.
	

	OKS  Employee Performance
	.345
	.026
	.000
	Sig.
	


A summary of the R2 values for the regression steps is provided in Table 4.13 for an insight of the results:
[bookmark: _Toc26277806]Table 4. 13: R2 values for Sustainable HRM to employee performance through OKS- Oil & Gas sample
	Path
	R2

	Sustainable HRM  Employee Performance
	1c
	0.092

	
	1c’
	0.124

	Sustainable HRM  OKS
	1a
	0.541

	OKS  Employee Performance
	1b
	0.119


The R2 values resulted from the sustainable HRM to employee performance path through OKS shows an enhancement in the total explained value of the direct relationship (Sustainable HRM  employee performance) after the inclusion of OKS as a mediator from 9.2% to12.4% which indicate a reference of the mediation influence of OKS.
4.5.1.2. [bookmark: _Toc26277717]Sustainable HRM  employee empowerment  PSOS
Following hierarchical regression of mediation testing for “Sustainable HRM Empowerment  PSOS”, step (2a) showed a positive relationship between sustainable HRM and employee empowerment (= 0.723; t = 18.314; p = .000; 95% CI = 0.960, 1.191; R2 = 0.523). The relationship between employee empowerment and PSOS (2b) was also found to be positive (= 0.574; t = 12.273; p = 0.000; 95% CI = 0.503, 0.695; R2 = 0.330). Testing direct relationship between sustainable HRM and PSOS (2c) showed to be a positive relationship (= 0.660; t = 15.378; p = .000; 95% CI = 0.893, 1.155; R2 = 0.436). The inclusion of employee empowerment into the relationship between sustainable HRM and employee performance (2c’) resulted in a reduced influence but a significant relationship (= 0.513; t = 8.393; p = .000; 95% CI = 0.610, 0.983; R2 = 0.456). The mediation testing results of this path indicated partial mediation according to Baron and Kenny (1986). The direct and indirect relationships and their significance level are presented in Table 4.14.



[bookmark: _Toc6015341][bookmark: _Toc6151750][bookmark: _Toc6151953][bookmark: _Toc6153705][bookmark: _Toc26277807]Table 4. 14: Direct & indirect relationships for Sustainable HRM --> empowerment --> PSOS path for oil & gas sector
	Path
	Estimate
	s.e.
	p
	Significance
	Mediation

	Direct

	Sustainable HRM  PSOS
	.660
	.067
	.000
	Sig
	Partial Mediation

	Indirect
	
	
	
	
	

	Sustainable HRM  PSOS
	.513
	.068
	.000
	Sig.
	

	Sustainable HRM  Empowerment
	.723
	.059
	.000
	Sig.
	

	Empowerment  PSOS
	.574
	.049
	.000
	Sig.
	



A summary of the R2 values for the regression steps is provided in Table 4.15 for an insight of the results:
[bookmark: _Toc26277808]Table 4. 15: R2 values for Sustainable HRM to PSOS through employee empowerment- Oil & Gas sample
	Path
	R2

	Sustainable HRM  PSOS
	2c
	0.436

	
	2c’
	0.456

	Sustainable HRM  Empowerment
	2a
	0.523

	Empowerment  PSOS
	2b
	0.330


The R2 values resulted from the sustainable HRM to PSOS path through employee empowerment shows an enhancement in the total explained value of the direct relationship (Sustainable HRM  PSOS) after the inclusion of employee empowerment as a mediator from 43.6% to 45.6% which indicate a mediation influence employee empowerment.
4.5.2. [bookmark: _Toc26277718]Healthcare Sector
Similar to the oil and gas sector, mediation testing for the healthcare data set will be carried out following Barons and Kenney (1986) recommendations with the relationship tested in the sequence summarized in Figure 4.2
4.5.2.1. [bookmark: _Toc26277719]Sustainable HRM  OKS  employee performance
Path (1a), Sustainable HRM  OKS, exhibited a positive and significant relationship with = 0.849; t = 35.112; p = .000, 95% CI= 0.809, 0.905; R2 = 0.720. Path (1b), OKS  Employee performance, showed a positive and significant relationship with = 0.408; t = 9.774; p = .000; 95% CI = 0.183, 0.275; R2 = 0.166. The direct relationship, sustainable HRM  employee performance, path (1c) showed a positive and significant relationship with = 0.393; t = 9.362; p = .000; 95% CI = 0.176, 0.270; R2 = 0.155. The inclusion of OKS (mediator) into the relationship between sustainable HRM and employee performance, path (1c’), resulted in a reduced but yet significant relationship with = 0.169; t = 2.148; p = 0.032; 95% CI= 0.008, 0.183; R2 = 0.174.
Therefore, the mediation testing results of the “sustainable HRM  OKS  Employee performance” path indicated partial mediation according to Baron and Kenny (1986). The direct and indirect relationships and their significance level are presented in Table 4.16.

[bookmark: _Toc6015342][bookmark: _Toc6151751][bookmark: _Toc6151954][bookmark: _Toc6153706][bookmark: _Toc26277809]Table 4. 16: Direct & indirect relationships for Sustainable HRM --> OKS --> Employee Performance path for Healthcare sector
	Path
	Estimate
	s.e.
	P
	Significance
	Mediation

	Direct
	
	
	
	
	

	Sustainable HRM  Employee Performance
	.393
	.724
	.000
	Sig.
	Partial Mediation

	Indirect 
	
	
	
	
	

	Sustainable HRM  Employee Performance
	.169
	.716
	.000
	Sig.
	

	Sustainable HRM  OKS
	.849
	.742
	.000
	Sig.
	

	OKS  Employee Performance
	.408
	.719
	.000
	Sig.
	


A summary of the R2 values for the regression steps is provided in Table 4.17 for an insight of the results:
[bookmark: _Toc26277810]Table 4. 17: R2 values for Sustainable HRM to employee performance through OKS- Healthcare sample
	Path
	R2

	Sustainable HRM  Employee Performance
	1c
	0.155

	
	1c’
	0.174

	Sustainable HRM  OKS
	1a
	0.720

	OKS  Employee Performance
	1b
	0.166


The R2 values resulted from the sustainable HRM to employee performance path through OKS shows an enhancement in the total explained value of the direct relationship (Sustainable HRM  employee performance) after the inclusion of OKS as a mediator from 15.5% to 17.4% which indicate a mediation influence OKS.
4.5.2.2. [bookmark: _Toc26277720]Sustainable HRM  employee empowerment  PSOS
4.5.1. [bookmark: _Toc4172370][bookmark: _Toc4172547][bookmark: _Toc4176641][bookmark: _Toc4255786][bookmark: _Toc4256010][bookmark: _Toc6015546][bookmark: _Toc6043406][bookmark: _Toc6043607][bookmark: _Toc6154980][bookmark: _Toc6155181][bookmark: _Toc6156171][bookmark: _Toc6156569][bookmark: _Toc6156918][bookmark: _Toc6157122][bookmark: _Toc6157330][bookmark: _Toc6157565][bookmark: _Toc6157800][bookmark: _Toc6246406][bookmark: _Toc6386843][bookmark: _Toc6635231][bookmark: _Toc6635968][bookmark: _Toc6636212][bookmark: _Toc6636843][bookmark: _Toc6637296][bookmark: _Toc6637736][bookmark: _Toc6637985][bookmark: _Toc6638235][bookmark: _Toc6638486][bookmark: _Toc6638737][bookmark: _Toc6641212][bookmark: _Toc6641463][bookmark: _Toc6641720][bookmark: _Toc6641978][bookmark: _Toc6642236][bookmark: _Toc6642493][bookmark: _Toc6643797][bookmark: _Toc6657139][bookmark: _Toc6673235][bookmark: _Toc8606033][bookmark: _Toc8606311][bookmark: _Toc8606597][bookmark: _Toc13902297][bookmark: _Toc13902685][bookmark: _Toc14135340][bookmark: _Toc14375414][bookmark: _Toc14391300][bookmark: _Toc14732311][bookmark: _Toc14736237][bookmark: _Toc14737091][bookmark: _Toc15659100][bookmark: _Toc15659395][bookmark: _Toc18444236][bookmark: _Toc26277721]
4.5.2. [bookmark: _Toc4172371][bookmark: _Toc4172548][bookmark: _Toc4176642][bookmark: _Toc4255787][bookmark: _Toc4256011][bookmark: _Toc6015547][bookmark: _Toc6043407][bookmark: _Toc6043608][bookmark: _Toc6154981][bookmark: _Toc6155182][bookmark: _Toc6156172][bookmark: _Toc6156570][bookmark: _Toc6156919][bookmark: _Toc6157123][bookmark: _Toc6157331][bookmark: _Toc6157566][bookmark: _Toc6157801][bookmark: _Toc6246407][bookmark: _Toc6386844][bookmark: _Toc6635232][bookmark: _Toc6635969][bookmark: _Toc6636213][bookmark: _Toc6636844][bookmark: _Toc6637297][bookmark: _Toc6637737][bookmark: _Toc6637986][bookmark: _Toc6638236][bookmark: _Toc6638487][bookmark: _Toc6638738][bookmark: _Toc6641213][bookmark: _Toc6641464][bookmark: _Toc6641721][bookmark: _Toc6641979][bookmark: _Toc6642237][bookmark: _Toc6642494][bookmark: _Toc6643798][bookmark: _Toc6657140][bookmark: _Toc6673236][bookmark: _Toc8606034][bookmark: _Toc8606312][bookmark: _Toc8606598][bookmark: _Toc13902298][bookmark: _Toc13902686][bookmark: _Toc14135341][bookmark: _Toc14375415][bookmark: _Toc14391301][bookmark: _Toc14732312][bookmark: _Toc14736238][bookmark: _Toc14737092][bookmark: _Toc15659101][bookmark: _Toc15659396][bookmark: _Toc18444237][bookmark: _Toc26277722]
Path (2a), Sustainable HRM  employee empowerment, exhibited a positive and significant relationship with = 0.837; t = 33.447; p = .000; 95% CI = 0.790, 0.889; R2 = 0.700. Path (2b), employee empowerment  PSOS, showed a positive and significant relationship with = 0.728; t = 23.232; p = .000; 95% CI = 0.744, 0.881; R2 = 0.330. Testing the direct relationship between sustainable HRM and PSOS, path (2c), resulted in a positive and significant relationship with = 0.782; t = 27.489; p = .000; 95% CI = 0.814, 0.939; R2 = 0.612. The inclusion of employee empowerment (as a mediator) into the relationship between sustainable HRM and sustainable employee performance, (path 2c’), resulted in a reduced influence yet significant relationship with = 0.578; t = 11.372; p = .000; 95% CI = 0.535, 0.759; R2 = 0.630. The mediation testing results of the relationship Sustainable HRM  employee empowerment  PSOS indicated partial mediation according to Baron and Kenny (1986). The direct and indirect relationships and their significance level are presented in Table 4.18.
[bookmark: _Toc6015343][bookmark: _Toc6151752][bookmark: _Toc6151955][bookmark: _Toc6153707][bookmark: _Toc26277811]Table 4. 18: Direct & indirect relationships for Sustainable HRM --> employee empowerment --> PSOS path for Healthcare sector
	Path
	Estimate
	s.e.
	P
	Significance
	Mediation

	Direct

	Sustainable HRM  PSOS
	.782
	.969
	.000
	Sig
	Partial Mediation

	Indirect
	
	
	
	
	

	Sustainable HRM  PSOS
	.578
	.947
	.000
	Sig.
	

	Sustainable HRM  Empowerment
	.837
	.763
	.000
	Sig.
	

	Empowerment  PSOS
	.728
	1.067
	.000
	Sig.
	


[bookmark: _Toc46123][bookmark: _Toc46479][bookmark: _Toc46586][bookmark: _Toc47817][bookmark: _Toc48112][bookmark: _Toc259848][bookmark: _Toc1337189][bookmark: _Toc1337358][bookmark: _Toc3702930][bookmark: _Toc4172373][bookmark: _Toc4172550][bookmark: _Toc4176644][bookmark: _Toc4255789][bookmark: _Toc4256013][bookmark: _Toc6015549][bookmark: _Toc6043409][bookmark: _Toc6043610][bookmark: _Toc6154983][bookmark: _Toc6155184][bookmark: _Toc6156174][bookmark: _Toc6156572][bookmark: _Toc6156921][bookmark: _Toc6157125][bookmark: _Toc6157333][bookmark: _Toc6157568][bookmark: _Toc6157803][bookmark: _Toc6246409][bookmark: _Toc6386846]
[bookmark: _Toc46124][bookmark: _Toc46480][bookmark: _Toc46587][bookmark: _Toc47818][bookmark: _Toc48113][bookmark: _Toc259849][bookmark: _Toc1337190][bookmark: _Toc1337359][bookmark: _Toc3702931][bookmark: _Toc4172374][bookmark: _Toc4172551][bookmark: _Toc4176645][bookmark: _Toc4255790][bookmark: _Toc4256014][bookmark: _Toc6015550][bookmark: _Toc6043410][bookmark: _Toc6043611][bookmark: _Toc6154984][bookmark: _Toc6155185][bookmark: _Toc6156175][bookmark: _Toc6156573][bookmark: _Toc6156922][bookmark: _Toc6157126][bookmark: _Toc6157334][bookmark: _Toc6157569][bookmark: _Toc6157804][bookmark: _Toc6246410][bookmark: _Toc6386847][bookmark: _Toc6635234][bookmark: _Toc6635971][bookmark: _Toc6636215][bookmark: _Toc6636846][bookmark: _Toc6637299]A summary of the R2 values for the regression steps is provided in Table 4.19 for an insight of the results:
[bookmark: _Toc26277812]Table 4. 19: R2 values for Sustainable HRM to PSOS through employee empowerment- Healthcare sample
	Path
	R2
	

	Sustainable HRM  PSOS
	2c
	0.612
	

	
	2c’
	0.630
	

	Sustainable HRM  Empowerment
	2a
	0.700
	

	Empowerment  PSOS
	2b
	0.330
	


The R2 values resulted from the sustainable HRM to PSOS path through employee empowerment shows an enhancement in the total explained value of the direct relationship (Sustainable HRM  PSOS) after the inclusion of employee empowerment as a mediator from 61.2% to 63.0% which indicate a mediation influence employee empowerment.


[bookmark: _Toc26277723]CHAPTER FIVE: Discussion
Chapter five will cover the due discussion of the study outcomes and findings. The chapter will discuss in details the general study outcomes, followed by the discussion of the specific outcomes for oil and gas sector and healthcare sector.
1. [bookmark: _Toc6635238][bookmark: _Toc6635975][bookmark: _Toc6636219][bookmark: _Toc6636850][bookmark: _Toc6637303][bookmark: _Toc6637739][bookmark: _Toc6637988][bookmark: _Toc6638238][bookmark: _Toc6638489][bookmark: _Toc6638740][bookmark: _Toc6641215][bookmark: _Toc6641466][bookmark: _Toc6641723][bookmark: _Toc6641981][bookmark: _Toc6642239][bookmark: _Toc6642496][bookmark: _Toc6643800][bookmark: _Toc6657142][bookmark: _Toc6673238][bookmark: _Toc8606036][bookmark: _Toc8606314][bookmark: _Toc8606600][bookmark: _Toc13902300][bookmark: _Toc13902688][bookmark: _Toc14135343][bookmark: _Toc14375417][bookmark: _Toc14391303][bookmark: _Toc14732314][bookmark: _Toc14736240][bookmark: _Toc14737094][bookmark: _Toc15659103][bookmark: _Toc15659398][bookmark: _Toc18444239][bookmark: _Toc26277724]
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5.1. [bookmark: _Toc26277729]Study Outcomes
Study outcomes and implications will be spread out in three shares; oil and gas, healthcare, and a comparison of both sectors. Later, general outcomes will be drawn from the individual and compared outcomes as implications of this study and the seed for future research directions.
5.1.1. [bookmark: _Toc26277730]General Study Outcomes
The main aim of this study was to investigate the influence of sustainable HRM in creating positive organizational outcomes and identifying the factors that possess the potential to enhance this influence through mediation. The theoretical basis of social exchange theory and the resource-based view of the firm represented the theoretical link between organizational input and outcomes (output) that employees exhibit. Reciprocal positive act of employees in return for applying sustainable HRM, in terms of high performance and a positive perception of the work environment, leverage the organization’s ability to excel and thrive. Furthermore, the creation of an organizational competitive advantage through organizational human resource is another drive for investing in building a robust HRM system that ensures the sustainability of the most valuable resource within organizations; i.e., employees.
Results of this study indicate significant direct relationships between sustainable HRM and positive organizational outcomes. More specifically, sustainable HRM significantly influences employee performance and perceived sustainable organizational support (PSOS). Furthermore, this study confirms the varying degree of mediating influence of organizational knowledge sharing (OKS) and employee empowerment, which in turn supports the proposed interactional relationships between the study constructs and the fact that alignment between different organizational practices can enhance organizational outcomes. 
The confirmation of the different roles of the proposed study constructs, especially at the mediating level, agrees with the argument of Hayes (2012) on the need to account and test for multiple mediating factors into relationships, subject to investigation, for a better understanding of the interactional relationships. 
The previously described outcomes are general indications of the study; however, the following sections will further describe the outcomes related to the oil and gas and healthcare sectors for better emphasis.
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5.1.2. [bookmark: _Toc26277738]Outcomes for Oil and Gas
As indicated earlier, the role of sustainable HRM in establishing sustainable employee performance and perceived sustainable organizational support is obvious and undoubtedly significant. Furthermore, the mediating roles of the proposed mediators were seen with varying degrees. The role of organizational knowledge sharing was found to fully mediate the relationship between sustainable HRM and employee performance. However, employee empowerment was found to partially mediate the relationship between sustainable HRM and the perceived sustainable organizational support.
The study confirmed that the establishment of organizational knowledge sharing would help in enhancing employee performance, supporting earlier studies (Al Shamsi et al., 2015; Kuzu and Özilhan, 2014; Ozigbo, 2012). Furthermore, empowering employees will establish and sustain a sense of perceived support that employees will value (Chiang and Hsieh, 2012), leading to positive reciprocity and certainly sustain a workforce that can easily leverage an organizational competitive advantage.
Additionally, the fact that knowledge sharing fully mediate the relationship between sustainable HRM and employee performance indicate the criticality of this element within the oil and gas work environment. Employees typically value the knowledge development, and they realize that there should be no barriers for sharing knowledge, they even view knowledge sharing as a mandate that organizations shall establish and sustain.
 However, empowerment recorded less influence on the relationship between sustainable HRM and PSOS, a result that could be linked to the established hierarchy and the well-respected delegation of authority within the oil and gas organizations. This does not indicate that empowerment is not an essential element; however, the study set up including participants selection did not cover a wide enough span of management levels that empowerment might resemble a more critical element or a factor that could be of more significant influence. 
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5.1.3. [bookmark: _Toc26277747]Outcomes for Healthcare
Like the oil and gas, the results for healthcare resulted in significant direct role of sustainable HRM in establishing employee performance and perceived sustainable organizational support. Furthermore, the mediating roles of the proposed mediators were obviously impacting the direct relationships, but this time partially for both mediators. The role of organizational knowledge sharing and employee empowerment were found to partially mediate the relationships between sustainable HRM and employee performance and PSOS; respectively.
The interpretation of the mediating effect is again similar in this case, where the establishment of organizational knowledge sharing and employee empowerment will enhance the achievement of the organizational outcomes, supporting earlier research findings as indicated in the previous section.
Additionally, the uniqueness of the healthcare sector in terms of distinguished organizational positions may have impacted the influence of both mediating factors. As an example, the hierarchy setting within healthcare technical side is well organized by qualifications where a nurse, for example, cannot claim a role of a physician regardless of how many years he or she has spent in this position. Knowledge sharing is essential in this case, but employees will not seek knowledge pertaining to a position that they are sure they will never be eligible to have.
Similarly, empowerment might not be of great interest to a person in a relatively lower position into a higher position roles and responsibility, a practice that might not be allowed by the law. Therefore, the lesser influence of employee empowerment might be explained by the established organizational setting and culture, which supports the initial claims of this study of the interactional nature of the study constructs, a nature that is influenced and highly dependent on multiple factors such as organizational rules and culture.


[bookmark: _Toc26277748]CHAPTER SIX: Study Implications, Limitations, Future Research Directions, and Study Conclusion
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6.1. [bookmark: _Toc26277761]Introduction
This chapter frames the study implications, limitations, and future research directions. The study outcomes and implications are divided into three subsections which entitle the outcomes, theoretical and practical implications. Similarly, limitations and future study will be further divided into two sections, as the title implies, for study limitations and future research directions.
6.2. [bookmark: _Toc26277762]Study Implications
This study has several theoretical and practical implications. The following sections will highlight the theoretical and practical implications by extending the discussion of the results from both industry sectors. The implications shed light on the contributions of this study, which, in turn, extend the current research in the field of sustainable HRM.
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6.2.1. [bookmark: _Toc26277786]Theoretical Implications
The re-production of comparable results supporting common theoretical backgrounds in samples from two distinct business sectors show the appropriateness of using the proposed framework in multiple business platforms and potential generalization of the study outcomes.
Hence, the theoretical implications of the study originate from combining two distinctive theories in HRM literature; namely social exchange theory and resource-based view (RBV) of the firm. The social exchange theory posits that the norms of reciprocity governs social relationships and interactions (Alfes et al., 2013) while the resource-based view (RBV) argues that organizations could develop and sustain competitive advantage by creating value that is rare and difficult for competitors to imitate (Barney, 1986). Combining the sustainable HRM with the norm of reciprocity and the competitive advantage enabled a deeper insight while answering the “how” and “why” perspectives of the influence mechanism shed by sustainable HRM in enabling positive organizational outcomes. In current literature, the influence mechanism is partially explained using social exchange theory and the ‘norm of reciprocity’ by suggesting that individuals will exert effort to repay those who have benefited them (Pierce and Maurer, 2009) and reciprocate for the support they received from their organization and perceived of value to them (Stock et al., 2014).  The results of this study support this proposition through the significant direct relationships which translates in definite behaviors such as perceived sustainable support and high employee performance. Moreover, the RBV adds to the understanding of the influence mechanism by positioning human capital as a resource to enable the realization of an organizational competitive advantage.
Furthermore, another critical theoretical implication of this study relates to the measurement of the study constructs through employees’ perception. Measuring the study constructs using employee perception is one of the main contributions of this study. Employees’ perception of sustainable HRM influence indicated the value of HRM system which is hypothetically and practically linked to a range of employee-related positive consequences. Additionally, simple HRM practices that are perceived by employees as beneficial were found to be of more importance than the lists of sophisticated HRM practices (Conway and Monks, 2008) or those prescribed by organizations while lacking proper implementation.
Moreover, self-reporting indicates how employees perceive organizational and managerial practices that organizations deploy to achieve and sustain positive outcomes (Nishii and Wright, 2008). The significance of tested relationships further supports Nishii and Wright (2008) argument that employees’ perceptions, following the effective implementation of managerial and organizational practices, are extremely important. Prescribing such practices is crucial, but effective implementation is what ultimately leverage value attainment resulted from anticipated outcomes (Becker and Huselid, 2006). Besides, HRM practices are often measured in isolations with no relation to employee perception and with more focus given to individual practices rather than understanding how different HRM practices interact and interrelate to strengthen one another or enhance business functions and strategies (MacDuffie, 1995). Hence, this study added to the theoretical and practical support that combined HRM practices eventually affects employee perception with supported speculations of reinforcing sustainability of the targeted outcomes.
As a result, the link between the implementation of sustainable HRM and achievement of positive outcomes supports the reciprocity norm of social exchange theory defined by Blau (1968) and the later findings of Bowen and Ostroff (2004). Similarly, the buildup of the theoretical support based on the resource-based view of the firm which relates to HRM is also supported through the comparable association (Allen and Wright, 2006).
The significance of the direct relationships between sustainable HRM and positive organizational outcomes are in line with earlier work of Parakandi and Behery (2016), App and Büttgen (2016) and others in supporting the creation of positive outcomes through sustainable HRM. This study further supports the need for the inclusion of elements which influence sustainable HRM in realizing positive organizational outcomes. Earlier findings of Chiang et al. (2011), Kim and Ko (2014), Ozigbo (2012), and Srivastava (2006) all confirm the mediating influence of several factors in enhancing the role of HRM, in general, which is further focused to the field of sustainable HRM based on the current study. 
Therefore, this study employed multi-factor analysis approach to ensure better understanding of the relationship between HRM and positive organizational outcomes. The selection of this approach, even though the relationship between HRM and organizational outcomes, might seem obvious (Chow et al., 2006) but there is an incomparable emphasis in literature on the need to address multi-factors approach in business research (Chiang and Birtch, 2007).  Additionally, organizational outcomes are not substantially sourced from single and isolated factors (Teclemichael Tessema and Soeters, 2006) and HRM system alone cannot fully account for the influence process.
As a result of employing multi-factors scheme, the observed varying impact of mediating factors, in different organizational settings, also confirmed the dynamic nature of HRM systems and the need to establish further evidence particularly in relation to sustainable HRM and the need for a systemic approach in applying HRM systems as indicated by Alfes et al. (2013).
Additionally, the interaction of different factors within the work environment is an important theoretical-revealing direction that researchers need to have more focus. Understanding the nature of “how” and “why” various factors interact and “when” they best interrelate can support researchers backing up their arguments while building generalizability of the proposed theoretical philosophies or frameworks.
As a support of earlier research, this study has focused on seeking better understanding the direct association between sustainable HRM and organizational outcomes, driven by the lesser effort invested in exploring the mechanism and process through which desired outcomes are achieved (Butts et al., 2009; Dhiman and Mohanty, 2010). Therefore, this study extended the understanding of the interactional process between different factors, supporting HRM influence, in securing sustainable organizational outcomes. 
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6.2.2. [bookmark: _Toc26277788]Practical Implications
The key practical implication of this study is the confirmation and support of the sustainable HRM dominant power and influence in reaching and sustaining the prescribed organizational outcomes. The functional design and alignment between sustainable HRM system and desired organizational outcomes are subject to several supplementing factors such as organizational setting, rules and regulations, culture, vision, and goals. Specific to this study, selecting oil and gas (Dhiman and Mohanty, 2010) and healthcare (Goldstein, 2003) sectors was because they both depend on the existence of a highly qualified and specialized workforce and the identification and confirmation of the influence of sustainable HRM are of great value to organizations within both sectors.
Consequently, the main aim of this study was to explore how can human resource be best positioned to help in achieving a highly productive work environment. Thus, this research direction followed the current literature by focusing on how human resource can practicably enable positive outcomes through creativity while controlling the ever increasing cost of managing human resource (Combs et al., 2006). The cost of managing sustainable human resource, especially in emerging economies such as the UAE, drives the need for finding ways effectively reduce such burden. As an example, the cost of sustaining human resource in the UAE is estimated at a rate as high as 2.7 billion US dollars per year (Harhara et al., 2015).
Thus, this study supports the fact that obtaining and sustaining organizational outcomes, such as high employee performance and positive perceptions of organizational support, are crucial in retaining a productive workforce, hence working toward reducing turnover rate and cost. This fact is indicated by the significant relationship between the study constructs, which were tangibly measured through employee perceptions of the organizational and managerial influential practices. Therefore, business leaders should always assure implementation and sustainability of an effective HRM system and the alignment with the set of objectives of their organizations. They also need to ensure that implemented HRM system is perceived and interpreted by their employees as effective and value-adding component (Den Hartog et al., 2013).
Furthermore, the results also indicate that different combinations of organizational practices can influence organizational outcomes in diverse manners (Chen and Huang, 2009). For example, the varying influence of OKS and employee empowerment suggests that organizations should consider multiple combinations of practices to sustain positive outcomes, especially in dynamic business settings. Moreover, the results suggest that sustainable HRM stimulus can be maximized through a selection of the right factors aligned with organizational needs and desired outcomes.
The knowledge-intensive nature of oil and gas and healthcare sectors requires a dense and relatively constant focus on knowledge sharing to explore its influences within such organizations. Hence, the association of OKS with sustainable HRM and employee performance was intended to confirm that the competency established through sustainable HRM practices, such as training, and supported by organizational knowledge sharing, can result in better employee performance than that obtained through training alone. The full mediation role of OKS in the oil and gas sector confirms the importance of setting up a robust knowledge exchange ground within organizations. Additionally, the partial mediation of OKS in healthcare sector indicates a level of importance lower than that of the oil and gas. This can be attributed to the distinctiveness of knowledge levels and decision-making difference in both sectors. The oil and gas sector requires that engineering knowledge being cascaded down to the technician level, for example, so the maintenance or operations of some machinery is being carried out properly. On the other hand, the knowledge of a physician, the one who does operations, for example, is of much less interest to the nurses. This is also a valid justification for knowledge sharing being of relatively less influence in the healthcare sector as compared to oil and gas.
The exact reasoning was followed in the case of employee empowerment. Empowerment in oil and gas was a key influence factor while it was not the case in healthcare sector. This is due to the nature of tasks handled in oil and gas which requires that employees are given higher discretion to carry out assigned tasks as a growth strategy for employees’ knowledge and role within the organization. However, the case was not the same for healthcare where regardless of the knowledge obtained by a nurse, for example, it will not open up the growth opportunity to reach a physician-level since it is a qualification-linked profession. Regardless of the initial thoughts, the results indicated a partial mediation of employee empowerment in both cases. Therefore, the association of employee empowerment with sustainable HRM and perceived sustainable organizational support was intended to confirm that the sense of support developed by organizations can be further enhanced using different elements that shed light on the organizational effort toward building a healthy work environment.
Moreover, the partial mediating role of employee empowerment suggests that other prerequisite elements need to be included as mediating factor(s) to create the desired sense of support at the employee end of the organization-employee relationship (Bhatnagar, 2005).
6.3. [bookmark: _Toc26277789]Study Limitations
The limitations of the current study can be summarized in four central expanses. First, the limited scope in terms of focusing on a few business sectors rather than a more comprehensive scope. Limiting the study to two industry sectors imposed a generalizability restriction of the study findings, especially for sectors of different operating nature and environment. Therefore, similar studies should be extended to different sectors to relate the results and the applicability of the study framework to different business environments. 
Second, limitation is imposed by using statistical correlations where no definitive statement can be concluded about the causality. Therefore, to overcome this limitation, different experimental methods and analysis shall be used to reduce the effect of such limitation. Building up a solid causality and definite confirmation of the proposed relationships is a target that cannot be fully achieved but instead coming close enough with acceptable theoretical and practical indications and interpretations. 
Third, subjectivity can result from the self-reporting data collection mechanism (Ozigbo, 2012). Future testing of the same framework through other measurement techniques could also be beneficial in confirming the outcomes of this study.
The fourth limitation lays in the use of single mediation in each direct relationship. A single mediator cannot abundantly demonstrate the expected mediational influence on the relation between an independent and dependent variable (MacKinnon et al., 2002). Therefore, the current study results are confined due to the use of a single mediator in each relationship path which is also pointing out a need for future consideration of the use of multiple mediators or moderated mediations to help understand the proposed relations in a better way. Additionally, the interpretation of mediational frameworks should always consider the existence of other alternative and equivalent models with different patterns of relations among variables that fit the data as well as the originally proposed model (Frazier et al., 2004). This fact imposes an added limitation on the generalizability of the findings relative to the proposed model and obliges researchers to explore a wider base of models to ensure effective buildup of further reasoning and explanations of the outcomes.
6.4. [bookmark: _Toc26277790]Future Research Directions
Future research should focus on different organizational outcomes that are directly related to sustainable HRM and factors that link to such outcomes which can enhance the role of sustainable HRM. Different business sectors should also be studied with the same or different frameworks to understand the link between the criticality of HRM in sustaining positive outcomes in various organizational settings. Linking sustainable HRM outcomes to the workforce setting and skill-level requirement could expand our understanding relative to the role of sustainable HRM, hence providing organizations with better implementation philosophies and techniques of their HRM systems and what combinations of practices they should employ.
6.5. [bookmark: _Toc6635292][bookmark: _Toc6636030][bookmark: _Toc6636274][bookmark: _Toc6636905][bookmark: _Toc6637358][bookmark: _Toc6637798][bookmark: _Toc6638047][bookmark: _Toc6638297][bookmark: _Toc6638548][bookmark: _Toc6638799][bookmark: _Toc6641274][bookmark: _Toc6641525][bookmark: _Toc6641782][bookmark: _Toc6642040][bookmark: _Toc6642298][bookmark: _Toc6642555][bookmark: _Toc6643859][bookmark: _Toc6657201][bookmark: _Toc6673297][bookmark: _Toc8606095][bookmark: _Toc8606373][bookmark: _Toc8606659][bookmark: _Toc13902368][bookmark: _Toc13902756][bookmark: _Toc14135411][bookmark: _Toc26277791]Study Conclusion
In conclusion, this study confirms the significant role of sustainable HRM practices in setting up positive organizational outcomes and fostering positive reciprocity shown by employees’ attitudes and reactions toward their organizations. The organizations in which sustainable HRM is employed will have more flexibility and can better sustain high performance. Additionally, a focus on supporting factors will enhance sustainable HRM’s role and further sustain positive outcomes. Organizations should carefully build their sustainable HRM system within the organizational settings and be dynamic in adapting to changing internal and external conditions. The full mediating influence of OKS between sustainable HRM and employee performance, in addition to the partial mediation of employee empowerment between sustainable HRM and PSOS, suggests that several combinations are possible and that organizations should critically analyze their requirements to decide on the best HRM system and focus on the supporting factors that will best serve their needs and requirements.
The prime intention of proving the norm of interactive and interactional relationship was also an addition following this study. Building an understanding that the sustainable HRM is the everlasting fixed construct in this framework while outcomes changes as the market or business conditions change hence mediating factors suitability are carefully chosen upon the selection of the targeted outcomes, is a norm that organizations shall adapt at all times. The positive perception that is created within work environments caused by the effective implementation of HRM systems pays off well with a definitive higher rate of return on investment. The high rate of return can be seen in realizing a sustainable competitive advantage that ensure a leading for organizations that think of their human resource as the ultimate resource.
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[bookmark: _Toc26277793]Appendix A: Measurement Instrument Items
	Sustainable HRM
	Highly Selective Staffing
	My organization’s selection process for a job is very extensive (e.g. use of tests, interviews, etc.)

	
	
	My organization places a lot of importance on selecting the best person for a given job

	
	
	My organization places a great deal of importance on the staffing process

	
	
	My organization’s selection criteria are designed to select the best person for the job

	
	Extensive Training 
	All employees in my organization have the opportunity to receive training

	
	
	Training process in my organization is linked to the career development of employees

	
	
	In my organization, employees are receiving sufficient formal training for a typical employee in a year.

	
	
	In my organization, all employees receive equal opportunity for formal extensive training required to efficiently carry out their organizational role.

	
	Performance Management
	My organization spend a great deal of effort to measure employee performance

	
	
	When performance is discussed, my organization places a great deal of emphasis on finding avenues of personal development

	
	
	In my organization, Discussion about employee performance generally focuses on resolving performance related problems

	
	
	In my organization, employee performance is discussed periodically and sufficiently throughout the year

	Positive Organizational Outcomes
	Perceived Sustainable Organizational Support
	My organization is interested in a long-term working relationship with its employees

	
	
	My organization views its employees as valuable resources

	
	
	My organization would like to preserve the productivity of its staff permanently

	
	Employee Performance
	How would you rate your level of performance on the following attributes?

	
	
	1.
	Initiative 

	
	
	2.
	Dependability

	
	
	3.
	Work knowledge

	
	
	4.
	Work quality

	
	
	5.
	Overall performance

	Mediating Factors
	Organizational Knowledge Sharing
	My organization has processes for distributing knowledge throughout the organization

	
	
	My organization has processes for transferring organizational knowledge to employees

	
	
	My organization has processes for distributing knowledge among our business partners

	
	
	My organization has a standardized reward system for sharing knowledge

	
	Employee Empowerment
	In my organization, employees have opportunities to engage in problem solving teams

	
	
	In my organization, jobs give employees the chance to use personal initiative in carrying out their work

	
	
	Generally, jobs in my organization are broadly designed and require a wide variety of skills

	
	
	In my organization, employees have the opportunity to provide inputs on a wide range of issues
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