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Abstract

:

Sustainable human resource management (SHRM) practices are extensively believed to cause a strategic advantage for the hotel industry. However, while a growing body of evidence indicates that SHRM practices are related to superior organization-level outcomes, it is rather unclear as to how these practices could affect such outcomes and whether they result in desirable hotel outcomes. This paper aimed to examine the moderation effect of hotels’ environmental strategy (ES) on the relationship between SHRM practices and hotel business outcomes: operational performance (OP), competitive advantage (C), and corporate performance (CP). Following a positivism philosophy, a proposed hypothesised model was validated through a survey strategy. Data were obtained from 247 green-certified hotel managers based in Egypt’s top-two major cities involving green-certified hotels. Structural equation modelling was used to test the model relationships. The findings lent credence to the significant connectedness between SHRM practices and hotel business outcomes. The moderation effect of ES was positively confirmed by 83.4% of the SHRM practices, demonstrating that ES is a crucial driver of hotel business outcomes through the optimal usage of SHRM. Negatively, it was revealed that only sustainable promotion practice (16.6%) does not moderate its impact on the hotel business outcomes. This research is the first empirical study to examine the moderation effect of ES on the nexus between the SHRM and hotel business outcomes in the green-certified hotels of Egypt.
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1. Introduction


The trend toward sustainable practices in the hotel industry has become imperative, attracting scholars’ attention during the COVID-19 era. Today, the industrial and service world in general, and the field of hotel business in particular, is witnessing a growing interest in environmental issues and a rapid shift towards cultural awareness in the sustainable environment in light of the ever-increasing cognitive and behavioural awareness of the dangers of negative consequences caused by the problems and difficulties of industrial and production pollution, industrial waste, and the tremendous waste of natural resources [1,2]. Significant attention has been paid by governments and non-governmental organizations worldwide, warning of the grave risks to humanity resulting from environmental pollution and its impact on most aspects of life, and establishing the endeavour to raise the necessary awareness regarding the environment. There are many calls for businesses to be more sustainable than they have been traditionally [3] by transforming their usage of resources intelligently to achieve value. Nowadays, hotels invest in diverse sustainability practices to obtain returns [4]. Similarly, sustainable human resource management (SHRM) is a modern system within administrative thought, demonstrating its ability to shape positive hotel business outcomes [5].



Most service-oriented organizations in general, and hotels in particular, seek to play their primary role, related to meeting the community’s needs, to provide suitable goods and services through proper exploitation of various natural resources and adaptation with the human, social, economic, and environmental dimensions. Thus, to achieve this, these institutions witness the necessity of providing a culture of concern for the responsible environment by completing various organizational functions within the environmental management system [2]. Where the concept of SHRM is one of the terms that researchers deal with to clarify the relationship between HRM and its interaction with the surrounding environment, attention should be paid to the need of reflecting this on reasonable practices in an organization to boost performance [6].



Scholars are still trying to clarify and define the SHRM concept and practical activities and work to create the appropriate mix of environmental and organizational performance issues and business strategies, increase opportunities for organizations, and adapt them to the external environment to achieve competitive advantages [7]. The SHRM goes beyond the social responsibility of organizations [8]. It plays an integral role in solving problems related to the environment by training employees regarding the requirements of implementing laws related to environmental safety [9]. Furthermore, SHRM practices are extensively believed to cause a strategic advantage for the hotel industry [7]. However, there is a sufficient body of evidence indicating that SHRM practices are related to superior staff-level outcomes. On the contrary, screening their effects on employer-level outcomes is still under research [8].



Despite SHRM’s significance, this domain is still “at its development stage” [7] (p. 295). The literature consists of many investigations on the link between SHRM and employee-related outcomes [8,10,11,12,13]. On the contrary, scant empirical research reveals the connectedness between SHRM and the hotel organization-related outcomes (e.g., corporate performance, competitive advantage) [8].



A research gap emerged from this study in terms of knowing how and which SHRM practices could affect work-related outcomes, and whether these practices result in desirable hotel business outcomes. Therefore, this paper revealed how and when SHRM practices influence the hotel business outcomes: operational performance (OP), competitive advantage (C), and corporate performance (CP) using the moderation mechanism of environmental strategy (ES).



Following the calls for additional consideration of the connectedness between SHRM and hotel non-employee outcomes [7,14,15], this study aimed to explore the relationship between the perceived SHRM practices, ES, and hotel business outcomes from the perspective of the green-certified hotel managers in Egypt. Consequently, this research offered contributions to the related literature on sustainability and HRM in the hotel industry. First, it developed a conceptual model shaping the relationships between SHRM and hotels’ business indicators through the ES moderator. This framework used the social exchange theory (SET) to interpret the connectedness between SHRM and hotel business outcomes. Our model used the SHRM that involved six sets (sustainable job design, sustainable recruitment and selection, sustainable training and development, sustainable performance appraisal, sustainable rewards, and sustainable promotion) regarding enhancing our understanding of how sustainability could be integrated with the traditional human resource management (HRM) practices that boost the hotel business outcomes. Second, our results supported a good model fit, explaining acceptable variance levels in OP, C, and CP. Therefore, scholars could use this developed model for further investigations. Third, hotel managers could benefit from this study by motivating their staff to better practice the SHRM to boost their performance.



This paper is structured as follows: the literature portion is concerned with the study factors and the developed framework. The methodology section reports on the instrument that was used. The results and discussion then follow. The last part demonstrates the conclusion and research implications.




2. Review of Literature


2.1. The Underlying Theory and Hypotheses


The conceptual framework used the social exchange theory (SET) [16] to investigate the causal relationships between the independent and the dependent factors. This philosophy elucidates human performance and the consequence structure of its relations. It proposes that hotel staff tend to respond to their hotels with extra-role activities when they feel their workplace is investing in them. When staff obtain sustainable resources in the workplace, they feel the duty to indemnify their hotels with superior performance [17]. Therefore, SET was selected to understand how the green-certified hotels achieve superior outcomes in terms of performance and competitive advantage using SHRM and then receive value in return to their organization(e.g., OP, C, CP).




2.2. Sustainability and the HRM Connection


Formerly, there had been growing attention on HRM due to its effect on organizational performance [18]. Regardless of its advancement, many businesses still plan, manage, and organise the HR function, believing it represents a cost to the company [8]. Strategic HRM aligned to financial outcomes is insufficient. HRM is essential to support sustainable firms. It is also needed to support beneficial results related to economic aspects and cultural and ecological firm performance. Accordingly, a new HRM approach called the SHRM, or the green HRM, has been adopted to keep any firm sustainable. The SHRM is primarily connected to long-term changes in businesses and societies [19].



It has been demonstrated that sustainability is a people concern. Sustainability influences a firm’s behaviour and culture. It affects the communication system, companies’ practice in recruiting, how organizations engage and retain employees, how they train employees and communicate with customers, and the brand and value proposition. For that concern, HR ought to be necessary in any firm’s sustainability initiatives. HRM employees must act continuously as the organizational leaders as it pertains to sustainability. HRM creates rules and sets methodologies, develops training programmes, leads employee communications, and sets sustainability measurements [20]. Sustainability-oriented thinking is turning out to be a part of HRM development. Sustainable HRM aims to achieve organizational sustainability by developing HRM policies, strategies, and procedures that support the economic, social, and ecological dimensions [21]. In this context, a model to accomplish superior performance by dealing with a sustainable approach through socially responsible practices, innovation in procedures and products/services, diversity management, the inclusion of environmental management initiatives, and initiating the HRM in central organizational sustainability was recommended [22].



SHRM is the corporate function that reveals the best potential to include a sustainability attitude at the firm’s executive level. This way, a connection to HRM development is anticipated through green and sustainable thinking [23]. Despite the prominence of SHRM and its impact on organizational outcomes, some scholars claim that the research conducted so far in the functional area of HRM and sustainability is insufficient [7].




2.3. Sustainable Human Resource Management (SHRM) Definition, Framework, Practices


Understanding the concept of SHRM and its approaches is vital to examining how HRM can achieve success. Accordingly, to analyse and understand SHRM’s nature, the related issues and challenges surrounding what is intended to be performed are relevant to assess HRM’s role in sustainability orientation.



The literature on SHRM has recently developed, representing an attempt to cope with the nexus between HRM practices and outcomes beyond financial consequences [9]. However, many disciplines have published much diverse and fragmented research regarding the SHRM concept. There is no single and specific definition of that term, and it has been practised in a variety of ways for numerous purposes. Generally, it has been initiated to refer to social and economic outcomes that contribute to the firm’s permanence in the long-term. It has also been referred to as HRM activities that enhance positive environmental results (e.g., green initiatives, positive social and financial outcomes).



Regarding the historical background of the SHRM concept, it was rooted in many research avenues: corporate sustainability research, corporate social responsibility research, sustainable works systems research, traditional or strategic HRM research, and ergonomics and human factors research [7,24]. The terms green HRM, eco-friendly HRM, responsible HRM, and SHRM have been used interchangeably in the previous literature [19,25]. Although these terms differ in how they attempt to achieve the goals of economic branding, positive social/human outcomes, and environmental results, they are all focused on acknowledging, both explicitly or implicitly, social and economic firm outcomes. They all recognise HR outcomes’ impact on endurance and a firm’s success in general. Turning to the hotel industry, Zaki [26] guaranteed a high-performance level when hotels acclimatise to environmental predictions.



There are numerous definitions for the term SHRM. One of the most popular definitions was rooted in 2009 as a form of intended or evolving HR policies and procedures that enable a firm to complement its aims over time [27]. The idea of decreasing the undesirable effect on the environment, humans, and societies was added and acknowledged the critical enabling role of headquarters, middle and line managers, HRM experts, and employees [9]. However, three main characteristics could be concluded in the attempts to define SHRM: first, the focus is on developing employees/the human capital as a vital outcome of HRM practices; second, SHRM does challenge the idea that the principal HRM’s aim is the accomplishment of business goals; third, a leading concern is long-term success using responsible HRM practices and strategies to contribute to this success [28]. Most definitions of SHRM were related to long-term understanding of a firm’s success and organizational sustainability [18].



The HR function has a dominant role in the hospitality context. It can motivate the inclusion of sustainability initiatives in the scope of the various relationships inside a firm and with other market rivals [8]. In general, the term SHRM has demonstrated great resonance, with its increasing importance evident within the hotel business environment. It represents the overall policies to promote the sustainable use of available resources within hotels and focus on a sustainable environment. It is also a key element in enabling different organizations to integrate the objectives of HRM with the organization’s environmental management, so it works to improve green empowerment that contributes to increasing employee participation as it pertains to work areas. Accordingly, SHRM includes multiple activities, such as analysis and description of sustainable jobs, sustainable HR planning, sustainable recruitment, sustainable selection, sustainable training, other performance evaluation, and sustainable benefits [7].



It could be concluded that SHRM practices are generally considered traditional, and there can be a variety of sustainable functions under each. SHRM practices include: appointing staff with a concern for sustainable initiatives appraising, providing directed training for raising awareness and skills needed for employees’ behavioural changes, evaluating the socially responsible performance of employees, rewarding employees who contribute to the environmental initiatives, and giving priority of employment to persons from the local community [6]. Currently, hotels are increasingly adopting SHRM practices due to external stakeholders’ pressure.



Since the research model’s theoretical underpinnings were based on SET theory, we argued that the hotels that practice proper SHRM would, consequently, ensure positive business outcomes. The following practices are a simplified explanation of SHRM practices based on our hypothesised framework (Figure 1).



2.3.1. Sustainable Job Design (SJD)


The sustainable design of any job expresses the process that aims to determine the content of the responsible tasks of the position and the qualifications of its occupants. It leads to the achievement of the environmental goals of the hotel organization on the one hand and to fulfilling the desires of the responsible employee on the other hand, taking into account the type of technology used to achieve sustainable environmental performance. In addition, there are decent jobs that contribute to preserving or restoring the quality of the environment, whether these jobs are industrial, service, commercial, agricultural, or administrative [28]. These jobs have a role in reducing emissions and pollution, protecting the ecosystem, and, finally, enabling communities and organizations to adapt to environmental changes [29]. Recently, it was confirmed that SHRM enhances the hotel’s capability for innovation and then impacts its reputation and customer satisfaction [18].



In summary, sustainable job design is considered the first SHRM practice to employ a suitable job candidate with sufficient knowledge and awareness of sustainability dimensions. Therefore, we theorised that:



Hypothesis 1.

SJD practice has a positive effect on a hotel’s operational performance.





Hypothesis 2.

SJD practice has a positive effect on a hotel’s competitiveness.





Hypothesis 3.

SJD practice has a positive effect on a hotel’s corporate performance.






2.3.2. Sustainable Recruitment and Selection (SRS)


Recruitment activities are established to work within hotels to provide as much information as possible about the requirements of the vacant job, the nature and type of the job, and encourage the proper selection and appointment of job-seeking individuals who have suitable experience, skills, methods, and behaviours. The hotel organization can rely on individuals concerned with the environment and the usual employment standards related to the specific duties of the related job [10].



In terms of aiming to construct a sustainability-oriented workforce, hotels have two options: (1) depending on sustainable recruitment, or (2) providing critical related awareness, learning, training, and development to the existing employees. However, focusing on sustainable recruitment is more cost-effective than providing sustainable knowledge and training to the existing employees. Therefore, searching for the best sustainable recruitment practices is essential to any hotel that is concerned about sustainability. Some hotels integrate social responsibility schemes with the recruitment strategy in the recruitment context in addition to a potential employee demonstrating a commitment to working in a sustainability-oriented company [8].



It has been well noted that becoming a socially responsible employer improves employer branding, the organization image, and is a valuable way to attract potential employees who have a social responsibility concern [14]. Some hotels are starting to recognise that image acquisition as a sustainable firm is an effective way to attract new talents [30]. Certainly, socially responsible employers can attract talented staff that they require to implement corporate sustainable management advantages, and, ultimately, it contributes to achieving the hotel’s sustainability goals [31,32].



Some hotels consider candidates’ social orientation as a primary criterion for job vacancies regarding the sustainable selection practice. Hoteliers’ queries related to social responsibility are often posed in the selection pool interviews [33]. Hiring staff with outstanding capabilities, skills, orientations, and green preparations contributes to achieving the organization’s goals, including environmental sustainability. Therefore, SRS integrates environmental dimensions into employment policies and strategies. Job interviews should be consistent to assess the potential fit of candidates with the organization’s sustainable programmes. Hence, we could argue for the following hypotheses:



Hypothesis 4.

SRS has a positive effect on a hotel’s operational performance.





Hypothesis 5.

SRS has a positive effect on a hotel’s competitiveness.





Hypothesis 6.

SRS has a positive effect on a hotel’s corporate performance.






2.3.3. Sustainable Training and Development (STD)


The sustainable training process is mainly settled by transferring the proper knowledge and skills regarding improving sustainability [1]. Appraisal systems should support training to integrate with the hotel’s sustainability goals. The sustainability perspective emphasises the benefit of the training practice to hotel employees. The sustainable training provides environmental preparations for employees and managers to develop their ecological patterns, skills, and knowledge. Some cases represent the sustainable training nature, such as providing training to learn the best environmentally friendly methods or adapting to such green activities and applying job rotation as a tool for future leadership development for green environment managers. As a result, the corporate sustainable management programmes’ implementation will be adhered to [14].



Providing sustainable training for new staff encourages employees to participate in volunteer projects. These projects enhance employees’ knowledge skills and extend comprehensive development programmes to prepare employees for future responsibilities [6]. A sustainable education culture that will change the attitudes and behaviours of employees is required for the hotel’s success [8]. For example, every staff member goes through eco-awareness training concerning environmental sustainability programmes in some hotel chains. The hotel staff receive education on the green aspects of their products/services. Some hotels celebrate their annual sustainable or green day by organizing many competitive programmes. Teaching certain vital eco-principles between staff and management members is an excellent practice.



Sustainable training and development practices require an adequate understanding of the market, governmental, and societal requirements. They generate a sustainable advantage by focusing on green innovations, hotels providing new technologies, providing the market with more efficient and effective products, and provoking changes in their business models [33].



STD practices involve social analysis of workplace workshops, job rotations, socially responsible management models, staff welfare training, job-related health and safety measures, work regulations, equality, and employee rights [34].



Without proper training and development, materializing hotels’ sustainable image is challenging. Therefore, specific hotels have learned the importance of socially responsible education, training, and growth in their organizational context. Notably, some hotels seriously started to analyse their sustainable training needs to help the staff to become a more socially accountable and concerned workforce. Based on sustainable training needs analysis, these hotels conduct serious and systematic education, training, and development programmes with the employees to provide needed knowledge, skills, and attitudes for good sustainable management [35]. In line with prior justifications, we hypothesised the following:



Hypothesis 7.

STD has a positive effect on a hotel’s operational performance.





Hypothesis 8.

STD has a positive effect on a hotel’s competitiveness.





Hypothesis 9.

STD has a positive effect on a hotel’s corporate performance.






2.3.4. Sustainable Performance Appraisals (SPA)


Sustainable management is characterised by being keen to urge and encourage the hotel employees such that their needs are compatible and consistent with the hotel’s orientation towards preserving the environment [36]. Evaluating the staff performance in fulfilling their responsibilities involves spreading the knowledge of environmental learning. The measurement criteria of employees’ socially responsible performance must be carefully aligned with the hotel’s sustainable performance standards [37].



Incorporating corporate sustainable management objectives and aims with the performance appraisal system is necessary for hotels to ensure a positive image among rivals. Hotels should include sustainability issues and socially responsible incidents, take-up of social responsibilities, and the success of communicating sustainability concerns and policy within the performance evaluation system [38].



Installing sustainable performance standards, or KPIs, into the performance management system is inadequate. Communication of sustainable schemes, KPIs, and benchmarks to the hotel employees through regular performance evaluations is also needed to materialise targeted sustainable performance [39,40].



Hotel managers should establish sustainable targets, goals, and procedures for their staff. They should assess tolerable incidents, practice social responsibility, and successfully communicate the hotel sustainability strategy within the scope of their daily operations [29,41]. Consequently, the following arguments were drawn:



Hypothesis 10.

SPA has a positive effect on a hotel’s operational performance.





Hypothesis 11.

STD has a positive effect on a hotel’s competitiveness.





Hypothesis 12.

STD has a positive effect on a hotel’s corporate performance.






2.3.5. Sustainable Rewards (SR)


The sustainable reward is a crucial function of the SHRM. Sustainable reward management contributes to corporate sustainable management initiatives by motivating employees. Hotels use monetary (e.g., salary bonus, extra incentives, tipping) and non-financial rewards (e.g., recognition, motivation, social incentives, and honours), impacting corporate performance [33].



Some organizations have recently rewarded extraordinary performance by including the sustainability criteria in their salary appraisals. The non-financial rewards of sustainable performance are used instead of financial compensations. The success of the non-financial rewards depends on the prominence of organization-comprehensive labelling, which increases employees’ awareness of sustainability achievements [31].



There are many types of sustainable reward and compensation practices (e.g., customised packages to reward sustainable skills achievement, financial/non-financial sustainable management rewards, personal reward plan to gain sustainable social responsibility, linking staff partnerships in sustainability plans with the reward system) [35,37].



Providing rewards for innovative sustainable performance is highly recommended to promote staff innovation. Therefore, some hotels started to offer spurs to motivate waste and recycling management, support flexible work schedules, and address other sustainability matters [14]. Accordingly, the following arguments were delineated:



Hypothesis 13.

SR has a positive effect on a hotel’s operational performance.





Hypothesis 14.

SR has a positive effect on a hotel’s competitiveness.





Hypothesis 15.

SR has a positive effect on a hotel’s corporate performance.






2.3.6. Sustainable Promotion


Motivation or incentives are among the essential HRM practices through which hotel employees are rewarded for their performance. This practice is the most potent and optimal way to link employees and the organization’s interests and is relevant in supporting environmental management to develop services and innovations.



The critical role of sustainable motivation and promotion practices is to ensure a socially responsible workplace. It means that a workplace is environmentally sensitive, resource-efficient, and socially accountable [28]. There are some hotels where the traditional motivation and promotion purpose was extended to include socially responsible management. These hotels have continually created various socially responsible initiatives to reduce the employee stress caused by harmful work environments. Future advancements are necessary to ensure further feelings of employee motivation. Since most new hotel employees are career-minded, ambitious, and looking for fast growth, their career advancement is the prime motivating factor for their managers [34]. New hotel staff want to know where their occupations will be going. Thus, career management importance has gained growing recognition [32]. The sustainable development viewpoint is that employees perform better when they feel trusted. Corporate growth plans should be highlighted to all staff to increase their understanding and commitment. Sustainable promotion essentially means helping the employees plan their careers based on their capabilities within sustainable organizational needs. It implies that, after capabilities awareness, career opportunities, and development opportunities, the employee chooses to develop him- or herself in a direction that improves his or her ability to handle new tasks [42]. Several hotels have worked out career paths and linked promotion programmes to career planning development to enhance their SHRM practices [14]. Thus, the following hypotheses were outlined:



Hypothesis 16.

SP has a positive effect on a hotel’s operational performance.





Hypothesis 17.

SP has a positive effect on a hotel’s competitiveness.





Hypothesis 18.

SP has a positive effect on a hotel’s corporate performance.







2.4. Environmental Strategy (ES) as a Model Moderator


The ES is a corporate philosophy adopted by some hotels referring to how they follow a strategic planning approach, starting from adopting an environmental vision, mission, and green goals [43]. The ES mixes employees’ awareness and knowledge of the sustainable corporate orientation. Hotels’ ES involves green and sustainable key performance indicators. Hotels that adopt an environmental management system have a sustainable culture and the so-called ES [44].



ES is a crucial driver of a hotel’s performance. Hotel employees and managers could develop the ES through their environmental commitment and involvement in sustainable behaviour [45]. Hotels that create an ES guarantee employee sustainable behaviour, enhancing hotel performance [46].



The impact of SHRM in shaping the green behaviour of tourism employees is still under research [43]. He found that SHRM positively impacts the citizenship environmental behaviour; that is to say, ES improves the green organization behaviour, which, in turn, results in performance gains being attained [47]. The theoretical ground can be seen through the relationship to the SET theory. Employees with an environmental culture are more likely to be involved in extra-role behaviours through higher performance levels that will lead to positive organizational outcomes [48]. Overlooking the previous justifications, we could argue that, when the ES is high, the relationship between SHRM practices and the hotel business outcomes will be strong.



Hypothesis 19.

The ES moderates the influence of SHRM practices and the hotel business outcomes. As the ES becomes stronger, a positive impact of SHRM practices on hotel business outcomes is significant.






2.5. Hotel Business Outcomes


Due to the severe competition among hotels, developing a personalised image has become critical for most hotel owners. The well-expressed image plays a dominant role in the positioning schemes. Hotels do their best to maintain an image positioning and develop their core competitiveness depending on environment-based strategies and unique HRM practices. Studies on hotel image formation have recognised the outstanding service characteristics in defining the primary attributes of their image [49]. Chain hotels have been among the most incredible and profitable hotels worldwide. However, they are considered the most sensitive market segment [15]. In this regard, this research hopes to help hotel managers maintain their business performance without deterioration by using effective SHRM practices. Hotel success is determined by the corporate image and performance [50,51].



This research argued that corporate performance would not shrink when hotel managers practice a sound SHRM. In line with the marketing literature, business outcomes are seen as a multi-faceted and subjective dimension, meaning that they involve several perceptions of diverse persons. Therefore, hotel business outcomes are operationalised in this research as a multi-dimensional aspect of operational performance (OP), competitive advantage (C), and corporate performance (CP), similar to previous approaches [52]. The OP measure is operationalised as a hotel’s ability to minimise the total operating costs associated with waste handling and customer complaints. The C measure is operationalised as a hotel’s ability to improve its image and increase employee and customer satisfaction owing to practising SHRM activities. Corporate performance is operationalised as a hotel’s ability to increase sales, profits, and the market percentage or market penetration index due to practising SHRM practices.





3. Research Methodology


3.1. Population, Sample, and Data Collection


Egypt has seventy-six green-star-certified hotels (GSH), mainly supporting one of the United Nations Framework Convention on Climate Change goals (UNFCCC: SDG11). The GSH is considered a new scheme for capacity-building, offering a national green certification. The Egyptian Hotel Association (EHA) and the Egyptian Ministry of Tourism duly manage this programme. It provides an opportunity for hotels based in Egypt to be internationally recognised for being eco-friendly organizations by maximizing their performance and sustainability principles while reducing operational costs without affecting the quality standards. Many certified experts around the globe guide interested hotels through training and continuous support meetings to field audits to certify obedience to the programme criteria before granting a GSH accreditation [53]. The selection of GSH is based on the fact that these hotels are of potential environmental orientation and sustainability adaptation due to their nature instead of other hotels. Therefore, our examination of the moderation effect of ES on the nexus between SHRM and the hotel business outcomes would be supportive.



Most of the GSH (24%, 8%) are based in El-Gouna and Hurghada. The majority of them ranged from 4-star to 5-star hotels. El-Gouna has 16 GSH, and Hurghada has 10 GSH. The remaining GSH in Egypt are located in other regions, such as South Sinai of Egypt, Safaga, Cairo and Alexandria, Marsa Alam, and Matrouh [53].



Due to the hotel’s accessibility to the research team, we considered a non-probability convenience sample of hotel managers working in Hurghada (n = 10) and El-Gouna (n = 16) GSH. They were both honoured by the Egyptian Ministry of Tourism as socially and environmentally responsible cities. Therefore, the hotel sample involved 26 green hotels based in the cities of El-Gouna and Hurghada, and all agreed to participate in this study.



To achieve the research objectives, the target study subject was all the hotel managers working in Hurghada and El-Gouna GSH with an HR association (e.g., primary hotel managers, associate hotel managers, HR managers, room’s division managers, front office managers, operation managers, executive chefs, sales directors, restaurant managers, food and beverages managers, sales and marketing managers, front office assistants, and other department head positions). A managerial perspective is an appropriate way to check if the hotel poses interest in the application of SHRM or not [14]. A self-administrated questionnaire was developed and distributed to the GSH sample from October 2021 until January 2022. A personal connection approach with hotel managers facilitated the data collection procedure. Most hotel managers graduated from tourism educational institutions in Egypt, where 50% of the research team worked. Therefore, this simplifies the communication with them. Hotel managers were given the survey for research and then were asked to meet their executive staff to share and distribute the survey. Informed consent was then then assembled. A total of 312 surveys were equally disseminated through the hotel sample; 12 copies per hotel and 247 usable copies finally constituted the sample size of 79.2 response ratio. Based on the indicators of GPowerWin 3.1.9.7 software (e.g., effect size, power, number of DVs), a sample size of 247 is more than sufficient to use the PLS-SEM [54].




3.2. Research Philosophy and Research Instrument


Since the research methodology was initially set according to the positivism paradigm, it assumes that the researcher makes an objective analysis and interpretation of the data collected [55]. In other words, a positivist research philosophy supposes that researchers deal with issues objectively without influencing the real problem being studied. Furthermore, this philosophy believes that the final output can be law-like generalisations, similar to the results obtained by physical and natural scientists. Thus, investigators in such a paradigm separated themselves from the investigated phenomenon [56].



The final questionnaire layout comprises 67 closed-ended questions. It takes about 40 min to be completed. It has granted participants the right to be fully informed about the research and the right to privacy concerns. Voluntary participation and the freedom to withdraw at any time were established. It also used follow-up emails and telephone calls to engage them to join. A pilot test was performed on 15 academics to test the questionnaire layout. Piloting results guaranteed a complete understanding of respondents to the survey questions.



The questionnaire involved four parts. The first part encloses a cover letter to clarify survey purposes, essential contact information, and respondent and hotel demographic data. The second part was designed to obtain the respondent’s perceptions of SHRM practices (6 main factors, 44 variables) based on a five-point Likert-type scale (5 = strongly agree; 1 = strongly not agree). It was developed based on reliable and valid scale measures of previous literature with specific wording amendments to achieve the research purpose [5,12,57,58,59,60]. The third part was designed to obtain the respondent’s perceptions of the environmental strategy. Environmental strategy measures (6 variables) were adapted from Refs. [44,46,47]. The final part was denoted for the hotel’s indicators of business outcomes (OP, C, and CP). The operational performance is operationalised as a hotel’s ability to minimise total costs associated with waste handling and customer complaints. The competitiveness is operationalised as a hotel’s ability to improve its image and increase employee and customer satisfaction owing to practising SHRM activities. Corporate performance is operationalised as a hotel’s ability to increase sales, profits, and market percentage or market penetration index due to practising SHRM practices [52].




3.3. Data Analysis


Survey investigation was executed by building and testing the measurement and structural models [61]. We conducted the structural equation modelling (SEM) using PLS 3 to check study dimensions and explore the relationship among model variables. PLS path modelling represents a well-substantiated tool for estimating complex cause–effect relationship models [54,62]. PLS-SEM can be employed for a small sample size as it generates better results because of having higher statistical power [61]. Coinciding with the Kline rule, four to five cases for each item are adequate for multivariate analysis [63]. The current study survey contains 59 indicators measuring two primary constructs (44 observed items for the latent SHRM factor and 15 items for hotel business outcomes indicators); hence, n = 247 can be considered an appropriate sample size for SEM analysis. Therefore, our usage of PLS-SEM is based on various reasons, including a smaller sample size and the use of latent indicators [61,64].





4. Results


PLS-SEM is considered an innovative technique primarily used for model dimensions predictions. It is run by fewer requirements than other techniques regarding sample size and the normal distribution condition [61]. Therefore, the PLS algorithm and bootstrapping methods were executed to highlight factor loadings, path coefficients, and significances [65]. First, the measurement model was arbitrated, and the structural model assessment was then performed.



4.1. The Sample Outline


Table 1 displays the respondents’ profiles.



Table 1 shows that, out of the 247 participants, 76.5% (189) were male and about 7% (17) were female, confirming that these hotels hire limited proportions of females [66]; about 17% did not prefer to disclose their gender. The results show that most of the respondents were 35 to 45 years old, 39% (97), while 35% (86) were less than 35 years old; the remaining 4% (10) were 55 to 60 years old. Regarding their education, 85% (210) of the managers had university degrees, 7% (18) had intermediate education, 6% (14) had only secondary school degrees, and 2% (5) had post-graduate education degrees. Regarding their hotel department, 79% (195) of the respondents were from HR, 11% (26) were head executives, and 11% (26) were the general hotel managers or their associates. The majority of the hotel managers, 41% (100), had worked in hotels for 10 to 20 years. The managers who worked in a five-star hotel represented the highest percent (70%), followed by those based in four-star green hotels.




4.2. The Measurement Model


Before testing the measurement model, descriptive analyses (e.g., means, deviations, t-statistics, and normality) and correlations between all the variables were first executed (Table 2). The kurtosis and skewness calculations showed no issue related to the normality. The correlations matrix showed positive relationships among the variables.



The measurement model was arbitrated, and convergent validity was assured using lambda loadings, average variance extracted (AVE), and composite reliability (CR). All the study variables (Table 3) were loaded to their related factors, showing scores above 0.50 to indicate reliable constructs. Likewise, the CR scores exceeded 0.70, which is acceptable. All the AVE scores exceeded the recommended cut-off value (0.5). Variance inflation factors (VIF) were also assured such that no common method bias exists [67]. Common method bias was not observed in this study as all the VIFs were less than (3.5), demonstrating that no common method bias exists.



The convergent validity is confirmed since the AVE values and lambda scores were more than 0.5 (Table 3) [61,65].



The heterotrait–monotrait ratio (HTMT) [62] was used to support the discriminant validity [61]. All the HTMT values (Table 4) were lower than 0.80, confirming a discriminant validity achievement.




4.3. The Structure Model


Once the measurement model was assessed, the structure model was then evaluated. A PLS-SEM path analysis was performed to test the model hypotheses (Table 5). Notably, the model explained 0.70, 0.62, and 0.76 of the variance in the OP, C, and CP factors, respectively, demonstrating reliable model constructs. The model fit was evaluated by checking the path parameters, t-statistics, and the significance level (p < 5%, t > 1.64). The model fit indices (χ2 = 1200.20, df = 514, p < 0.001, RMSEA = 0.08, GFI = 0.87, CFI = 0.95, IFI = 0.96, TLI = 0.90) demonstrated a model fit [68].



Regarding testing the moderating effect of ES, two techniques were used to check the interaction between the variables. First, the high and low moderation models were employed to decide if ES moderates the impact of SHRM practices on the hotel’s indicators (OP, C, and CP) or not, based on four measures (Table 6), to judge the moderator role through variance in path parameters among subgroups, standard error (SE), the critical ratio (CR), and the significance level (P value) [69]. The results of Table 6 highlight that ES moderated the effect of the five SHRM practices (SJD, SRS, STD, SPA, and SR) on the hotel business outcomes indicators (OP, C, and CP). However, the ES did not moderate the SP/hotel business outcome relationship. In other terms, our findings mostly confirmed that ES shaped the hotel’s indicators (OP, C, and CP).



Second, an Excel tool was also used to determine (Figure 2) the moderation effect of ES on the relationship between SHRM practices and the dependent factors. ES strengthened the positive relationship between SHRM and hotel business outcomes. The higher the ES, the more significant the positive effect was of SHRM on hotel business outcomes.





5. Discussion


This study is the first to ascertain the moderation mechanism for the impact of SHRM bundles on the green-certified hotels in two prominent cities of Egypt that involve the majority of GCH. The hotel’s management perspective was followed to obtain their ergonomics perceptions, as recommended by the authors of Ref. [18]. Following their recommendations, a holistic conceptual framework (Figure 1) was developed [7]. Most of our outlined hypotheses were supported; all the SHRM practices were positively associated with the hotel business outcomes (OP, C, and CP). Consistent with the existing literature, this study’s hypothesised model lends credibility to prior investigations among SHRM and the hospitality outcomes [8,70]. However, the nexus between SHRM and the hotel’s business indicators in the context of the Egyptian GCH were examined for the first time to the best of the authors’ knowledge.



Our results coincided with those of the study cited in Ref. [48], whose authors recommended the usage of multiple bundles of SHRM practices rather than one practice to maintain a positive organizational outcome. However, their context was the oil and gas sector, which is different from ours. Furthermore, we benefited from the [71] comprehensive view of using many practices of SHRM in the Egyptian tourism sector.



Interestingly, our findings extended the prior effort of the study in Ref. [14] by using a bundle of six SHRM practices rather than four. Furthermore, our results contradict that study [14], whose authors found a significant negative association between SHRM and performance in Malaysian hotels; arguably, our findings confirmed the positive SHRM and performance relationships in the Egyptian context.



The results of the moderation effect in the current study found a negative ES moderator of the impact of SP practice on the hotel business outcomes. This notion contradicted the study in Ref. [72], whose authors found this path direction relationship to be a positive moderator.




6. Conclusions


Following the call of the authors of Ref. [3], initiating sustainable business models into the service sector is essential to ensure the optimum resources reservation and help the management to best benefit from these efforts. This study extended their [3] work by suggesting the SHRM adoption in hotels. The SHRM application here in this study could be adopted by service organizations. Our SEM findings are in line with the SET theory to further explore the employee–hotel relationship. A win–win approach indicates that the proper SHRM application ensures positive business outcomes [17].



In line with the previous discussion, we concluded that the investigated bundles of SHRM practices (SJD, SRS, STD, SPA, SR, and SP) were positively related to the hotel’s outcomes indicators (OP, C, and CP). As the β values were less than 5% and the t-scores were above 2.89, this indicates that all the hypotheses (H1:H18) were accepted. Moreover, the results of the moderation effect based on the model paths (Table 6) confirmed that the environmental strategy moderated the relationship between the five SHRM practices (SJD, SRS, STD, SPA, and SR) and the hotel business outcomes indicators. However, only one exception appeared to refute the ES as a significant moderator of the impact of SP on the hotel business outcomes. The SP means helping hotel staff plan and schedule their future careers due to their capabilities within sustainable hotel needs, making them talented enough to complete their work tasks effectively. Then, their customer service will be imminent [31,42]. Our justification for this result might be due to COVID-19’s impact. The SP practice in the COVID-19 era has been changed as the outbreak continues. Many hotel employees become depressed due to their fears of COVID-19 or their anxiety regarding pausing their careers [73]. Therefore, this outcome opens the door for future analysis of the nexus between SP and hotel business outcomes after the pandemic.



6.1. Theoretical Implications


Since it has been argued that additional research is required on both the SHRM context and the hospitality-business-related outcomes [14,18], this study offers some contextual contributions. The existing research on the SHRM practices–hotel managers’ behaviours association has failed to scrutinise the mechanisms of knowing how amply and when SHRM practices affect specific hotel business outcomes (e.g., CP, C, and OP). Therefore, the current study has contributed to the HRM literature by unfolding the impact of ES orientation on the nexus between SHRM and hotel business outcomes. This research used the SET to interpret how SHRM could predict hotel business outcomes rather than the employee outcomes. A re-examination of the nexus between the SHRM and GSH outcomes was performed for the first time through this study through the ES moderator. Therefore, a gap in the hotel literature was filled by explaining the nexus between SHRM and the organizational developments in the Egyptian GSH context. This research revealed that ES mostly moderated the connection between SHRM and hotel business outcomes variables. The usage of PLS-SEM guided us to know when and how SHRM could affect some hotel business outcomes.



Furthermore, this study developed and tested a conceptual model that shaped the relationships between SHRM and hotel business outcomes through the ES moderator. This model used comprehensive SHRM practices, following the recommendation of the authors in Ref. [7], to enrich our understanding of how sustainability could be combined with traditional HRM practices to advance the hotel’s performance. Additionally, the SEM findings supported an excellent model fit, explaining acceptable variance levels in the endogenous factors (OP, C, and CP). As a result, scholars could use this tested model for further research and in another hospitality context. So far, this is the first study that has been conducted in the green-certified hotels in Egypt to reveal the moderation effect of SE on the relationship between SHRM and hotel business outcomes indicators.




6.2. Practical Implications


There are some managerial contributions drawn from this study. First, hotel managers could benefit from these research suggestions by motivating their employees to better practice the SHRM in order to boost their performance and further enhance their firm success factors. Second, our findings revealed that ES is a channel through which hotels could probably gain positive operational and corporate performance outcomes. With the high level of ES orientation in hotels initiated, a win–win association between SHRM and the hotel business outcomes will be assured. Third, this study sends a message to hotel stakeholders, managers, and owners to invest more effort in practising SHRM to maximise the hotel’s performance. Thus, their reputation and performance will be competitive.




6.3. Limitations and Future Research


Like any research, there are some caveats in this study. First, this study depended on the managers’ perspectives in the green-certified hotels to explore their perceived SHRM practices and related business outcomes. Instead, future research may involve other subjects, such as customers or hotel stockholders. Second, the hotel business outcomes construct was developed based on three leading indicators (OP, C, and CP). However, it would be valuable if this measure were tested and further developed. Third, cross-sectional data were used, so the dynamic nature of the causal effects between the endogenous and exogenous factors was not appropriately perfect. However, the PLS-SEM results confirmed the model correlations and relationships; therefore, a longitudinal study could be imperative. Fourth, we could call for a best SHRM practice model study to fill some missing gaps in our study as there is no consensus regarding which set of SHRM practices would be used. Fifth, our sample included the first category of the green-certified hotels in Egypt, which is concentrated in the cities of El Gouna and Hurghada, so a follow-up study could integrate the remaining cities or use a different sample place and type context. The unique features of this hotel’s category may affect the relationship between SHRM and the potential outcomes. Accordingly, the findings of the current study cannot be generalised to all Egyptian hotels and are subject to the investigated sample. Future research avenues could use multiple methodologies or a mixed methodology rather than questionnaires to gather further data.
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Figure 1. The study framework. 
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Figure 2. The moderation effect of ES. 
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Table 1. Respondents’ characteristics.
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Variable

	
Category

	
Frequency

	
Percent






	
Gender

	
Female

	
17

	
6.9




	
Male

	
189

	
76.5




	
I decline to say

	
41

	
16.6




	
Age

	
less than 25

	
13

	
5.3




	
25–35

	
73

	
29.6




	
35–45

	
97

	
39.3




	
45–55

	
54

	
21.9




	
55–60

	
10

	
4.0




	
Education

	
Secondary school

	
14

	
5.7




	
Intermediate (2 years institute)

	
18

	
7.3




	
University education

	
210

	
85.0




	
Post-graduate degree

	
5

	
2.0




	
Department

	
Hotel General Managers

	
4

	
1.6




	
Assistant General Managers

	
22

	
8.9




	
HR Managers

	
195

	
78.9




	
Department Head Executives

	
26

	
10.5




	
Experience

	
Less than 1 year

	
1

	
0.4




	
1–10

	
86

	
34.8




	
11–20

	
100

	
40.5




	
21–30

	
49

	
19.8




	
More than 31 years

	
11

	
4.5




	
Hotel type

	
3 star (n = 2)

	
20

	
8.2




	
4 star (n = 9)

	
53

	
21.4




	
5 star (n = 15)

	
174

	
70.4




	
Total

	
n = 26

	
247

	
100
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Table 2. Descriptive statistics and correlations.
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	Constructs
	M
	SD
	t-Value
	Ku
	Sk
	SJD
	SRS
	STD
	SPA
	SR
	SP
	ES
	OP
	C
	CP





	Sustainable job design (SJD)
	3.74
	1.12
	15.28
	1.03
	−0.99
	1.0
	
	
	
	
	
	
	
	
	



	Sustainable recruitment and

selection (SRS)
	3.20
	0.78
	14.99
	2.12
	−1.92
	0.45 *
	1.0
	
	
	
	
	
	
	
	



	Sustainable training and

development (STD)
	3.51
	0.81
	12.89
	2.89
	−1.98
	0.40 *
	0.61
	1.0
	
	
	
	
	
	
	



	Sustainable performance

appraisal (SPA)
	4.32
	0.91
	13.80
	4.15
	−3.25
	0.39 *
	0.22
	0.81*
	1.0
	
	
	
	
	
	



	Sustainable rewards (SR)
	4.11
	1.00
	14.19
	1.85
	−1.00
	0.59 *
	0.39
	0.65 *
	0.62
	1.0
	
	
	
	
	



	Sustainable promotion (SP)
	3.91
	0.67
	14.88
	1.57
	−0.99
	0.22
	0.38
	0.59 *
	0.39
	0.29
	1.0
	
	
	
	



	Environmental strategy (ES)
	4.51
	0.89
	15.20
	2.37
	−1.68
	0.54 *
	0.23 *
	0.71 *
	0.55 *
	0.38
	0.48 *
	1.0
	
	
	



	Operational performance (OP)
	3.85
	1.03
	16.25
	2.16
	−1.89
	0.23
	0.40
	0.48 *
	0.49 *
	0.52
	0.60
	0.50 *
	1.0
	
	



	Competitiveness (C)
	4.96
	0.97
	14.87
	2.19
	−1.44
	0.44
	0.41
	0.39 *
	0.39
	0.45
	0.54
	0.68 *
	0.44
	1.0
	



	Corporate performance (CP)
	3.87
	0.78
	14.28
	1.89
	−1.11
	0.29 *
	0.36
	0.49 *
	0.43
	0.59 *
	0.48
	0.53 *
	0.45 *
	0.29 *
	1.0







Note: M = mean, SD = standard deviation, Ku = kurtosis, Sk = skewness, p * < 0.05.
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Table 3. The measurement model statistics.






Table 3. The measurement model statistics.





	
Constructs

	
Indicators

	
λ






	
Sustainable job design

(α = 0.66; CR = 0.80; AVE = 0.51, VIF = 1.9)

	
Each job in this hotel has an updated job description in light of sustainability.

	
0.70




	
Our staff members are aware of their career pathway in the hotel.

	
0.78




	
We offer flexible job descriptions that are linked to specific environmental tasks.

	
0.81




	
The hotel involves all staff when setting sustainable performance targets.

	
0.84




	
The hotel supports organised work with a team working facility.

	
0.72




	
The hotel deliberates the design of jobs compatible with environmental issues to fully use staff’s skills and abilities.

	
0.65




	
Sustainable recruitment and selection

(α = 0.69; CR = 0.83; AVE = 0.84, VIF = 2.4)

	
The hotel ensures equality in the recruitment system.

	
0.79




	
The hotel appoints new staff with knowledge and awareness of corporate social responsibility.

	
0.66




	
The hotel hires new staff who have contributed to socially responsible activities.

	
0.91




	
We consider hiring priorities for applicants with family difficulties to promote sustainability and society welfare.

	
0.75




	
We develop behavioural dialogue questions to assess the candidate’s beliefs and soft skills.

	
0.69




	
The hotel appoints sustainability advisor staff in staffing procedures.

	
0.63




	
The hotel employs sufficient staff to maintain work standards related to the hospitality market.

	
0.90




	
Our selection criteria are free of any discrimination.

	
0.72




	
Sustainable training and development

(α = 0.70; CR = 0.81; AVE = 0.63, VIF = 2.0)

	
The hotel ensures equality in the training and development opportunities.

	
0.81




	
The new staff members are offered induction training related to the hotel’s corporate value and sustainability.

	
0.93




	
The hotel promotes employees’ awareness of socially responsible activities.

	
0.61




	
We encourage employees to participate in volunteering schemes to enhance their knowledge and skills.

	
0.84




	
The hotel offers opportunities to discuss and learn from real-life examples on how ethical difficulties were previously handled.

	
0.68




	
A comprehensive development package is developed to qualify employees for future duties.

	
0.90




	
We invite the private sector agents to share their experience with our staff about joint socially responsible plans.

	
0.72




	
We respect applicants with disabilities who show distinctive capabilities to work in our hotel.

	
0.81




	
Sustainable performance appraisal

(α = 0.82; CR = 0.71; AVE = 0.82, VIF = 0.86)

	
This hotel ponders equality in performance appraisal practices.

	
0.93




	
Our employees’ socially responsible behaviour is part of the performance appraisal criteria.

	
0.61




	
Our performance appraisal system is transparently demonstrated to staff.

	
0.68




	
We use more detailed, standardised, sustainable, and job-specific criteria in our performance appraisals.

	
0.90




	
We developed an appraisal system aligned with our hotel’s environmental strategy.

	
0.72




	
We motivate our staff to participate in corporate social responsibility (CSR) plans during regular performance appraisal meetings.

	
0.81




	
We always provide feedback on performance.

	
0.93




	
We encourage staff participation in CSR performance indicators development and CSR project involvement.

	
0.61




	
Sustainable rewards

(α = 0.84; CR = 0.92; AVE = 0.69, VIF = 2.7)

	
This hotel ponders equality in reward and compensation practices.

	
0.68




	
We consider financial and non-financial rewards for our staff contributions to sustainable activities.

	
0.90




	
We offer flexible salaries linked to our market conditions.

	
0.72




	
The hotel offers incentives that promote corporate social and environmental aims.

	
0.81




	
We encourage staff to attend meetings and workshops on CSR.

	
0.93




	
The hotel appoints team excellence rewards for better sustainable performance.

	
0.61




	
Sustainable promotion

(α = 0.85; CR = 0.89; AVE = 0.59, VIF = 1.5)

	
The hotel considers employee social performance in promotion procedures.

	
0.68




	
The hotel provides flexible working hours to enable a work–life balance advantage.

	
0.90




	
The hotel ensures fairness in its promotion plan.

	
0.70




	
The hotel offers exclusive benefits packages (e.g., healthcare, life insurance, retirement plan).

	
0.84




	
The hotel makes sure staff know what is expected and how they can grow and be promoted.

	
0.90




	
The hotel inspires staff to create a personal sustainability plan or incorporate sustainability into their daily lives.

	
0.66




	
The hotel offers customised career development opportunities.

	
0.71




	
We are involved in the decision-making process.

	
0.78




	
Environmental strategy

(α = 0.88; CR = 0.90; AVE = 0.68, VIF = 2.88)

	
We adequately complete assigned duties sustainably.

	
0.92




	
The hotel publishes its environmental policy to all staff and the community.

	
0.89




	
The hotel uses an environmental management system.

	
0.70




	
The hotel has particular targets for environmental performance.

	
0.84




	
The hotel applies environmental considerations to HRM practices.

	
0.72




	
The hotel provides employee environmental training.

	
0.81




	
Operational performance (α = 0.69; CR = 0.85; AVE = 0.61, VIF = 2.3)

	
SHRM practices help the hotel to minimise total operating costs.

	
0.90




	
SHRM practices help the hotel to minimise customer complaints.

	
0.66




	
SHRM practices help the organization to minimise waste.

	
0.68




	
Competitiveness (α = 0.90; CR = 0.80; AVE = 0.68, VIF = 3.0)

	
SHRM practices improve the hotel’s reputation.

	
0.95




	
SHRM practices increase customer satisfaction.

	
0.70




	
SHRM practices increase employee satisfaction.

	
0.80




	
Corporate performance

(α = 0.76; CR = 0.83; AVE = 0.70, VIF = 0.92)

	
Sales have increased more than the last two years.

	
0.90




	
Profit has increased over the last two years.

	
0.81




	
Market penetration index has improved in the last two years.

	
0.78








Note: λ = standard loadings, α = alpha, CR = composite reliability, AVE = average variance extracted, VIF = variance inflation factor.
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Table 4. Discriminant validity.






Table 4. Discriminant validity.





	
HTMT Ratio




	

	
SJD

	
SRS

	
STD

	
SPA

	
SR

	
SP

	
ES

	
OP

	
C

	
CP






	
SJD

	

	

	

	

	

	

	

	

	

	




	
SRS

	
0.70

	

	

	

	

	

	

	

	

	




	
STD

	
0.36

	
0.70

	

	

	

	

	

	

	

	




	
SPA

	
0.56

	
0.68

	
0.35

	

	

	

	

	

	

	




	
SR

	
0.59

	
0.35

	
0.43

	
0.42

	

	

	

	

	

	




	
SP

	
0.63

	
0.48

	
0.37

	
0.56

	
0.33

	

	

	

	

	




	
ES

	
0.35

	
0.45

	
0.48

	
0.65

	
0.45

	

	

	

	

	




	
OP

	
0.30

	
0.33

	
0.49

	
0.61

	
0.69

	
0.70

	
0.21

	

	

	




	
C

	
0.45

	
0.59

	
0.39

	
0.60

	
0.72

	
0.46

	
0.29

	
0.26

	

	




	
CP

	
0.49

	
0.70

	
0.46

	
0.59

	
0.49

	
0.56

	
0.23

	
0.45

	
0.29
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Table 5. Hypotheses testing.






Table 5. Hypotheses testing.





	H
	Path Direction
	β
	t-Value
	Result





	H1
	SJD → OP
	0.13 *
	3.11
	Supported



	H2
	SJD → C
	0.31 *
	4.40
	Supported



	H3
	SJD → CP
	0.30 **
	4.59
	Supported



	H4
	SRS → OP
	0.18 **
	5.22
	Supported



	H5
	SRS → C
	0.17 **
	3.31
	Supported



	H6
	SRS → CP
	0.09 **
	6.19
	Supported



	H7
	STD → OP
	0.29 *
	7.00
	Supported



	H8
	STD → C
	0.50 **
	4.30
	Supported



	H9
	STD → CP
	0.30 **
	9.23
	Supported



	H10
	SPA → OP
	0.38 **
	4.23
	Supported



	H11
	SPA → C
	0.19 **
	5.12
	Supported



	H12
	SPA → CP
	0.10 *
	2.89
	Supported



	H13
	SR → OP
	0.39 **
	4.57
	Supported



	H14
	SR → C
	0.48 **
	3.89
	Supported



	H15
	SR → CP
	0.36
	4.23
	Supported



	H16
	SP → OP
	0.58 **
	5.49
	Supported



	H17
	SP → C
	0.19 **
	8.13
	Supported



	H18
	SP → CP
	0.29 **
	7.23
	Supported







Note: * = significant (p ≤ 0.01), ** = significant (p ≤ 0.05). 
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Table 6. The moderation effect.






Table 6. The moderation effect.





	
Model Path

	
β

	
SE

	
CR

	
P

	
Moderator Effects






	
SJD → OP

	




	
High ES

	
0.14

	
0.19

	
3.9

	
0.00

	
√




	
Low ES

	
0.09

	
0.24

	
3.1

	
0.04

	
√




	
SJD → C

	




	
High ES

	
0.60

	
0.17

	
3.0

	
0.00

	
√




	
Low ES

	
0.45

	
0.20

	
2.9

	
0.03

	
√




	
SJD → CP

	




	
High ES

	
0.56

	
0.10

	
3.5

	
0.00

	
√




	
Low ES

	
0.41

	
0.15

	
3.0

	
0.05

	
√




	
SRS → OP

	




	
High ES

	
0.46

	
0.18

	
3.2

	
0.00

	
√




	
Low ES

	
0.32

	
0.20

	
3.1

	
0.05

	
√




	
SRS → C

	




	
High ES

	
0.42

	
0.14

	
3.8

	
0.00

	
√




	
Low ES

	
0.40

	
0.21

	
3.0

	
0.04

	
√




	
SRS → CP

	




	
High ES

	
0.36

	
0.16

	
4.8

	
0.00

	
√




	
Low ES

	
0.11

	
0.24

	
3.8

	
0.05

	
√




	
STD → OP

	




	
High ES

	
0.50

	
0.15

	
3.4

	
0.00

	
√




	
Low ES

	
0.42

	
0.20

	
3.1

	
0.05

	
√




	
STD → C

	




	
High ES

	
0.30

	
0.16

	
3.2

	
0.04

	
√




	
Low ES

	
0.21

	
0.19

	
3.0

	
0.05

	
√




	
STD → CP

	




	
High ES

	
0.41

	
0.14

	
4.0

	
0.00

	
√




	
Low ES

	
0.40

	
0.15

	
3.4

	
0.05

	
√




	
SPA → OP

	




	
High ES

	
0.52

	
0.19

	
3.9

	
0.00

	
√




	
Low ES

	
0.31

	
0.23

	
3.1

	
0.04

	
√




	
SPA → C

	




	
High ES

	
0.22

	
0.16

	
3.8

	
0.02

	
√




	
Low ES

	
0.09

	
0.20

	
3.0

	
0.05

	
√




	
SPA → CP

	




	
High ES

	
0.30

	
0.19

	
4.5

	
0.00

	
√




	
Low ES

	
0.25

	
0.21

	
4.2

	
0.05

	
√




	
SR → OP

	




	
High ES

	
0.35

	
0.17

	
4.1

	
0.00

	
√




	
Low ES

	
0.29

	
0.25

	
4.0

	
0.05

	
√




	
SR → C

	




	
High ES

	
0.38

	
0.11

	
4.4

	
0.00

	
√




	
Low ES

	
0.27

	
0.14

	
4.0

	
0.04

	
√




	
SR → CP

	




	
High ES

	
0.23

	
0.13

	
4.5

	
0.00

	
√




	
Low ES

	
0. 19

	
0.19

	
4.4

	
0.05

	
√




	
SP → OP

	




	
High ES

	
0.11

	
0.50

	
1.35

	
0.19

	
×




	
Low ES

	
0.16

	
0.52

	
1.52

	
0.18

	
×




	
SP → C

	




	
High ES

	
0.10

	
0.42

	
1.21

	
0.17

	
×




	
Low ES

	
0.13

	
0.40

	
0.98

	
0.11

	
×




	
SP → CP

	




	
High ES

	
0.11

	
0.38

	
1.12

	
0.16

	
×




	
Low ES

	
0.14

	
0.35

	
1.00

	
0.15

	
×








Note: P = significance level < 5%; SE = the standard error; CR = critical ratio.
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