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ABSTRACT
Keywords: This study investigates the relationship between high-performance work systems
High-Performance (HPWS) and innovation behavior (IB) using structural equation modeling. The
Work Systems, HRM, research was carried out on a sample of 205 managers and employees at diverse
Innovation Behavior, hospitals located in Istanbul. The normal distribution conformity of quantitative
Structural Equation variables was assessed by examining the skewness values against the threshold
Model points of the kurtosis and skewness values. The independent sample t-test was also

used to compare two normally distributed groups, while the one-way Anova test was
used to compare three or more groups. Findings reveal a positive and significant

Received: effect of HPWS on IB. Moreover, demographic factors such as gender, age,
25.03.2024 education, tenure, and status are examined for their impact on HPWS and
innovation behavior, which yields varying and significant outcomes. The study
Accepted: contributes to theoretical understanding by identifying the mechanisms by which
19.11.2024 HPWS foster innovation and providing useful insights for organizational
practitioners seeking to leverage human capital to achieve sustainable competitive
advantage.
OZET
Anahtar Kelimeler: Bu arastirmada, yiiksek performansh is sistemleri (YPIS) alt boyutlarinin (liderlik,
Yiiksek Performansii Is istihdam giivencesi, segici ise alim, is kalitesi, egitim ve kosullu tazminat) inovasyon
Sistemleri, /KY, davramgi (ID) iizerindeki etkisini yapisal esitlik modellemesi kullanarak
Inovasyon Davramsgt, incelemektedir. Ayrica, YPIS ve ID min katilimcilarin demografik ozelliklerine gore
Yapisal Esitlik Modeli degiskenlik gosterip gostermedigi ele almmustir. Sonuglar, YPIS'nin tiim alt

boyutlart ile ID iizerinde énemli bir etkive sahip oldugunu gostermektedir. Ote
taraftan, kosullu tazminat harig, ID ve YPIS alt boyutlari arasinda cinsiyet
acisindan farkhilik olmadigr ortaya ¢ikmus, yas agisindan ise, YPIS alt boyutlarinda,
segici ise alum harig, farkhiliklar gézlemlenmis, ID alt boyutlar: yasa gore farklilik
gostermemistir. Benzer sekilde, egitim diizeyine gore ID ve YPIS alt boyutlar
arasinda farklilik saptanmamuistir. Sirketteki hizmet siiresine gore, egitim ve kosullu
tazminat harig, YPIS alt boyutlart farkhibik gostermis, ID alt boyutlart sirketteki
hizmet siiresine gore farklilik gostermemigstir. Son olarak, ¢alisanlarmm sirketteki
pozisyonlarma gore YPIS alt boyutlar, is kalitesi disinda, farklilik gosterirken, ID
alt boyutlar, uygulama harig, farkliik gostermemigtir.

* Bu makale, yazar Yasaman BAGHINIPOUR "un, Dr. Ogr. Uyesi Burak Nedim AKTAS damigmanhiginda gergeklestirilen “Investigation of
The Effect of High-Performance Work Systems on Innovation Behavior with Structural Equation Modeling” baslikli yiiksek lisans tez
caligmasindan {iretilmis olup, ¢alisma icin Beykoz Universitesi Bilimsel Arastirma ve Yaym Etigi Kurulu’nun 08.06.2023 tarihli ve 5 nolu
kararinca etik kurul onay1 alinmustir.
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1. INTRODUCTION

In their existing competitive and ever-changing business surroundings, businesses are always seeking out
approaches to improve their overall performance. Among the exclusive strategies, the adoption of high-
performance work systems (HPWS) has attracted much interest. Introduced in the late 80s and early 90s, HPWS
is an integrated approach that blends together various human resource (HR) practices in order to raise
organizational effectiveness and competitiveness. The essence of HPWS lies in strategic HRM approaches, which
are commonly referred to as high-commitment HR practices or high-involvement work practices aimed at
maximizing employee skills, motivation, and opportunities (Shin & Konrad, 2014). Given the rapid change
operating environment, supporting innovation has become a prerequisite of life. Innovation is the generation and
profitable implementation of new ideas and stands at the foundation of sustainable competitive advantage (Dess
& Picken, 2000). Viewing the potential of innovation, organizations design an atmosphere in which thought and
novel answers could become revolutionized (Agarwal, 2014).

The relationship between HPWS and IB is an exciting area of study in organizational science or practice. Recent
research has demonstrated a connection between HPWS and IB, proposing that HPWS could foster a culture about
innovation and tap organizational innovation sources (Fu et al., 2015; Shanker et al., 2017). HPWS develops
organizations’ performance as well as supports a continuous flow of ideas by directly making HR effective; such
training also creates an environment for sustainable innovation (Ansari et al., 2018; Bhattacharjee & Sarkar, 2023).

From this point of view, the aim of this study is to examine how HPWS affects IB using structural equation
modeling while taking into consideration how HPWS and IB dimensions relate to participant demographics. The
research was driven by three main questions: (1) Does HPWS have an impact on IB in organizations? If so, what
is the direction and degree of this impact? (2) Do demographic variables have an impact on HPWS in
organizations? (3) Do demographic variables have an impact on 1B in organizations? A broad understanding of
the relationship between HPWS, as an independent variable, and 1B, as a dependent variable, was aimed at by
investigating the combined effects of their dimensions. HPWS encompasses a bundle of HR practices, including
leadership, employment security, selective hiring, job quality, training, and contingent compensation, while 1B
includes dimensions of exploration, generation, championing, and implementation. Moreover, the research seeks
to understand how those variables differ according to demographic characteristics, including gender, age,
education, tenure, and status.

The research has been done on managers and employees at private hospitals using a quantitative research approach
with a questionnaire technique. The research intends to contribute to these discussions through empirical
exploration among private hospitals since the healthcare system in Turkey has seen rapid growth, paralleled by
advancements in technology within the healthcare industry. The investigation of the effects of HPWS dimensions
on IB alongside the demographic variable’s effects permits rewarding the scholarly gap. On the practical front,
this research can deliver relevant and practical contributions to knowledge and best practices regarding
organizational performance and innovation management.

2. LITERATURE REVIEW
2.1. Conceptual Framework

High-Performance Work Systems, or HPWS, is a method that incorporates many human resource (HR) approaches
with the goal of improving organizational performance. In the late 1980s and early 1990s, researchers and
practitioners created the HPWS concept in pursuit of techniques to improve organizational performance and
competitiveness (Appelbaum & Batt, 1993). The use of strategic human resource management (HRM) methods,
also known as high-performance work systems, high-commitment HR practices, or high-involvement work
practices, is said to improve an organization's performance and produce superior results (Shin & Konrad, 2014).
A bundle of practices known as HPWS is intended to improve performance results by putting the aforementioned
methodology into practice. Lawler (1986) created the first and most well-known HPWS, which is regarded as
"high involvement management." Despite many practices outlined in the literature, common specific practices
could be mentioned: top leadership support (Green, 1995), employee empowerment and team-based structures
(Bektas & Sohrabifard, 2013), performance measurement (Tangen, 2003), knowledge management (Aftab, 2009),
skill development (Cooke et al., 2019), compensation policy (Ehrenberg, 1990), and workplace participation
(Damachi, 1986).

Across the way, to gain a competitive edge and a differentiating advantage, businesses must innovate, and
innovative work behavior is a crucial part of the process (Efandi & Syuhada, 2021). Innovation is the process that
generates fresh, useful concepts from one's imagination, recognizes, sorts, clarifies, alters, expands upon, and
ultimately sells them. Imagination drives the conduits of the invention process, overcoming many hurdles along
the way (Jain, 2015). Innovation, widely acknowledged as a primary generator of competitive advantage, plays a
critical role for companies operating in a rapidly changing market (Dess & Picken, 2000). Businesses may promote
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a creative culture by putting in place incentive programs that motivate staff to think creatively (Agarwal, 2014).
As a result, employees play a crucial role in bringing innovations to life, which is why many businesses throughout
the world encourage their employees to be creative (Etikariena & Muluk, 2014). Innovative practices at the
workplace can improve productivity of workers, leading to enhanced company performance and providing a
competitive advantage (Shanker et al., 2017).

2.2. Relationship between HPWS and 1B

Bhattacharjee and Sarkar (2023) conducted a research which examines the link between HPWS and the innovative
work behaviors (IWB) of employees. The findings indicate that HPWS positively impacts employees' innovation
behavior by fostering higher levels of work engagement. A research was done in 2022 to find out how HPWS
support workers' radical I1B. The findings showed that HPWS significantly improves employees' propensity for
radical innovation (Liu, 2022). Another study focuses on HPWS, organizational embedding (OE), and workers'
innovative behavior (WIB). It comes to the conclusion that OE and WIB have important connections to HPWS
and to one another. Furthermore, HPWS significantly influences WIB indirectly via OE (Poompurk et al., 2020).
According to a study by Mrisho and Gwaltu (2023), HPWS have a big influence on the future horizon. The study
shows that HPWS had a significant and positive impact on IWB. An association between HPWS and employee 1B
was shown in a different study (Zhu et al., 2022). A study investigated how HPWS affected organizational
innovation found that there is a strong connection between the two variables, and that workers' innovative work
practices act as a buffer in this relationship (Fu et al., 2015).

An investigation on how employees' perceptions of HPWS impact their tendency for creative thinking and
exploratory learning was also undertaken in 2017. The results showed how important employee perceptions of
HPWSs are for promoting exploratory learning and innovative thinking (Escriba-Carda et al., 2017). Another study
reveals the correlations between HPWS and employee innovation that is mediated by job embedding, and HPWS
positively effects employee innovative activity through job embedding (Ansari et al., 2018). The link between a
high commitment work system and creative behavior has been found to be mediated by information sharing
behavior (Ahmed et al., 2018). Another study examined the relationship between HPWS and IWB and found that
HPWS are related to IWB (Wijesingha and Arachchi, 2021).

3. METHODOLOGY
3.1. Research Purpose and Questions

The purpose of the study is to examine how HPWS affects IB using structural equation modeling while taking into
consideration how HPWS and IB dimensions relate to participant demographics. Three main questions drive the
research: (1) Does HPWS have an impact on IB in organizations? If so, what is the direction and degree of this
impact? (2) Do demographic variables have an impact on HPWS in organizations? (3) Do demographic variables
have an impact on IB in organizations? The results are considered to contribute to the body of the literature as well
as shed light on future studies and practices.

The research takes HPWS as a dependent variable, which encompasses six dimensions, including leadership,
employment security, selective hiring, job quality, training, and contingent compensation, while IB, as a dependent
variable, encompasses four dimensions of exploration, generation, championing, and implementation. In the
findings section, Figure 1 represents the structural model based on those variables.

3.2. Hypotheses

In line with the research questions, the following hypotheses were formulated.

Ha: High-performance work systems significantly affect innovation behavior.

H2: High-performance work systems scale scores differ according to demographic characteristics.
Hs: Innovation behavior scale scores differ according to demographic characteristics.

3.3. Sample and Measurement

The healthcare system in Turkey has seen rapid growth, paralleled by advancements in technology within the
healthcare industry. Hospitals represent a unique organizational context in which factors such as high levels of
capital investment, rapid technological advances, and the need for continuous improvement in patient care interact
with each other. In this dynamic environment, fostering a culture of innovation is of utmost importance in meeting
emerging challenges, enhancing service delivery, and ultimately improving patient outcomes. Thus, managers and
employees at private hospitals were the subjects of the study. The bulk of the participants were members of the
administrative staff, although the sample also included medical professionals. A total of 300 respondents took the
surveys online, and 205 responded in a clear and concise manner. Therefore, 205 managers and workers from the
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health industry make up the research sample. According to Comrey and Lee (1992), a sample size of 200 would
be appropriate for this type of study.

The study utilized two questionnaires to collect data. First, a high-performance management practices scale was
used to measure HPWS. Zacharatos (2001) created this scale, and Ekici and Tiirkmen (2020) translated it into
Turkish. On the other side, the innovation work behavior scale was used to measure 1B, which was created and
tested by Jong and Hartog (2010) and translated into Turkish by Cimen and Ydiicel (2017).

3.4. Analysis

SPSS 24.0 has been used for the analysis. Descriptive analysis was performed, and the normal distribution
conformity of quantitative variables was assessed by examining the skewness values against the threshold points
of the kurtosis and skewness values. Finally, the independent sample t-test was used to compare two normally
distributed groups, while the one-way Anova test was used to compare three or more groups. A Bonferroni
correction test was used when there was a significant difference between the groups. The analyses were evaluated
according to the significance levels of p<0.01 and p<0.05.

4. FINDINGS AND DISCUSSION

4.1. Distribution of Demographic Characteristics

Table 1. Demographic Characteristics

Age Frequency % Education Frequency %
18-24 27 3.4 Associate degree 12 5.9
25-34 125 61.9 Bachelor's Degree 119 58.9
35-55 50 24.7 Master & above 71 35.2
Total 202 100,0 Total 202 100,0
Tenure Frequency % Status Frequency %
0-1 years 76 37.6 Manager 38 18.8
2-5 years 90 44.6 Specialist 131 64.9
6 years & abv. 36 17.8 Others 33 16.3
Total 202 100.0 Total 202 100.0
Gender Frequency %

Male 102 50.5

Female 100 49.5

Total 202 100.0

Table 1 presents the findings on demographic characteristics. First of all, 50.5% (n = 102) of participants are male,
whereas 49.5% (n = 100) are female. In terms of age, out of the total participants, 3.4% (n = 32) are 18-24 years
old, while 69.1% (n = 125) are 25-34 years old, and 24.7% (n = 50) are 35-55 years old. In terms of educational
background, 5.9% (n = 12) have an associate degree, 58.9% (n = 119) have a bachelor's degree, and 35.2% (n =
71) have a master's degree or above. In terms of tenure, 37.6% (n = 76) have 0—1-year tenure, 44.6% (n = 90) have
2-5 years, and 17.8% (n = 36) have 6 years or more. Lastly, 18.8% (n = 12) are managers, 64.9% (n = 131) are
specialists, and 16.3% (n = 33) have other status at the company.

4.2. Factor Analysis
4.2.1. High-Performance Work System Scale
Table 2. Findings of KMO ve Bartlett’s Test for HPWS Scale

KMO Measure of Sampling Adequacy 0.910
Chi-Square 4493.171
Df 630
Sig. <0.000

For the efficiency of factor analysis, the Bartlett's sphericity test and the Kaiser-Meyer-Olkin (KMO) adequacy
test were utilized. It is more acceptable to do component analysis on the given data group the closer the KMO
measurement is to 1. The computed value of KMO was 0.910, so the data group should be analyzed.

Table 3. Findings of Factor Analysis of HPWS Scale

Factor Eigen Explained
Factors/ltems Loading value Variance (%)
Leadership 12.556 34.877
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LDR1 0.457

LDR2 0.593

LDR3 0.733

LDR4 0.675

LDR5 0.697

LDR6 0.625

LDR7 0.779

LDR8 0.805

LDR9 0.798

LDR10 0.788

LDR11 0.741

LDR12 0.595

Employment Security

SEC1 0.592

SEC2 0.781

SEC3 0.668

SEC4 0.475 3.539 9.832
SEC5 0.480

SEC6 0.441

SEC7 0.709

Selective Hiring

HIR1 0.791

HIR2 0.793 2.818 7.829
HIR3 0.774

HIR4 0.708

Job Quality

JOQ1 0.657

JOQ2 0.720

JOQ3 0.778

J0Q4 0.749 1.519 4.219
JOQ5 0.638

JOQ6 0.628

JOQ7 0.763

Training

TRA1 0.850

TRA2 0.843 1.378 3.829
TRA3 0.643

Contingent Compensation

CMP1 0.724

CMP2 0.760 1.064 2.956
CMP3 0.519

The items of the scale are made up of six components, in line with the findings of the explanatory factor analysis.
Table 3 provides the factor's eigenvalue and variance explanation percentage. The computed total variance
explanation rate was 63.54%. The value between 40% and 60% in social domains is sufficient according to the
established theory that the higher the variance rates attained, the stronger the factor structure is (Karagdz, 2017).
The factor loadings, common factor variance, and explained variance ratios for each variable were analyzed. The
value of factor load is anticipated to be 0.30 or higher in order to state that an item measures a construct or factor
effectively (Stevens, 2002). The factor loads of all the items were found to be 0.30 and above, which are shown in
Table 3.

4.2.2. Innovation Behavior Scale
Table 4. Findings of KMO ve Bartlett’s Test for IB Scale

KMO Measure of Sampling Adequacy 0.926
Chi-Square 1204.114
Df 45
Sig. <0.000

The effectiveness of factor analysis was evaluated using Bartlett's sphericity test and the KMO adequacy test. It
was permissible to investigate the data group after calculating the KMO, which came out to be 0.926.

Table 5. Findings of Factor Analysis for 1B Scale

Factors/Items Factor Eigen Explained
Loading value Variance (%)
Exploration 5.914 59.143
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BEH1 0.900

BEH2 0.683

Generation

BEH3 0.613

BEH4 0.840 1.203 8.757
BEH5 0.713

Championing

BEH6 0.746 1.015 7.060
BEH7 0.604

Implementation

BEH8 0.792

BEH9 0531 0.950 5.428
BEH10 0.887

Explanatory factor analysis revealed four variables to be present in the scale's items. Table 5 provides the factor's
eigenvalue and variance explanation percentage. Calculations resulted in a total variance explanation rate of
80.38%. The factor loadings, common factor variance, and explained variance ratios for each variable were all
analyzed. The factor loads of all the items were found to be 0.30 and above.

Table 6. Mean Scores, Normality Distributions and Cronbach’s Alpha Values

Mean+SS Min-Max (Median)  Skewness  Kurtosis Crﬁ'lgﬁ;h s
High-Performance Work Systems Scale
Leadership 3.84+0.63 1.62-5 (3.92) -0.854 1.554 0.932
Employment Security 3.74+0.69 1-5 (3.86) -1.100 2.199 0.890
Selective Hiring 3.55+0.77 1-5 (3.5) -0.480 1.256 0.873
Job Quality 3.03+0.72 1-5 (3) 0.543 1.339 0.859
Training 3.13+0.85 1-5 (3.33) -0.321 -0.050 0.788
Contingent Compensation 2.93+0.76 1-4.33 (3) -1.045 1.221 0.744
Total 3.37+0.53 1.72-4.89 (3.44) -0.538 0.740 0.885
Innovation Behavior Scale
Exploration 3.72+0.78 1-5(4) -0.886 1.715 0.736
Generation 3.86+0.79 1-5(4) -1.282 2.806 0.849
Championing 3.91+0.84 1-5 (4) -0.935 1.539 0.808
Implementation 3.95+0.76 1-5(4) -0.745 0.767 0.807
Total 3.86+0.69 1-5(4) -0.954 1451 0.922

Skewness and kurtosis measurements are used to assess if a distribution is normal or not. At this moment, the
skewness value and kurtosis value thresholds both should not exceed 3 and 10, respectively (Kline 2011). All of
the findings from the analysis are consistent with a normal distribution since they all fall within the specified limit
ranges.

The Cronbach Alpha values of the scales, ranging from 0.70 to 0.99 (Tavakol & Dennick, 2011), demonstrate their
reliability. Because they fall inside the defined boundary ranges, every value found in our investigation is
trustworthy.

4.3. Hypotheses Testing and Estimates of Structural Model
This section includes the testing of hypotheses. The analysis results are presented below.
Hi: High-performance work systems significantly affect innovation behavior.

Goodness of fit statistics and the limits for the structural model (Figure 1) could be found in Table 7.
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Figure 1. Structural Model for HPWS and IB Scales
Table 7. Limits and the Results of the Structural Model

Fitness Criterion Perfect Fitness Acceptable Fitness Model
x2 /df 1<y2 /df <3 3<y2 /df <5 1.77
RMSEA 0 <RMSEA <0.05 0.05 <RMSEA <0.10 0.062
NFI 0.95<NFI<1 0.90 <NFI <0.95 0.95
NNFI 0.95<NFI<1 0.90 <NNFI <0.95 0.97
SRMR 0 <SRMR < 0.05 0.05 <SRMR < 0.10 0.047
CFlI 0.97 <CFI<1 0.95 <CFI1<0.97 0.97

Source: Schermelleh-Engel at all, 2003, Dogan and Ozdamar, 2017) (RMSEA: Root Mean Square Error of Approximation, NFI: Normed Fit
Index, NNFI: NonNormed Fit Index, CFI: Comparative Fit Index, SRMR: Standardized Root Mean Square Residual, GFI: Goodness of Fit
Index, AGFI: Adjusted Goodness of Fit Index).

Table 7 shows that the model's outputs fall between a good match and a perfect fit. In addition to these fitness
criteria, a satisfactory fit is indicated if the value of {}2/df} is less than 3. The model is statistically significant
since the y2 /df value for it is 1723.85/970=1.77.

Finally, the structural equation model (Figure 1) proves that leadership (coefficient of 0.57), employment security
(coefficient of 0.06), selective hiring (coefficient of 0.05), job quality (coefficient of 0.17), training (coefficient of
0.11), and contingent compensation (coefficient of 0.30) have a positive and significant effect on IB.

These results support earlier research (Ansari et al., 2018; Poompurk et al., 2020; Wijesingha & Arachchi, 2021;
Bhattacharjee & Sarkar, 2023; Mrisho & Gwaltu, 2023) that found HPWS had a significant and positive influence
on employees' innovative behavior. Similar to those, a study by Fu et al. (2015) found a substantial association
between HPWS and organizational innovation and that workers' innovative work behaviors mitigate this
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relationship. Also, Liu (2022) found that HPWS considerably increases employees’ tendency for radical
innovation.

H>: High-performance work systems scale scores differ according to demographic characteristics.
Hs: Innovation behavior scale scores differ according to demographic characteristics.
Table 8. Evaluation of HPWS and IB Scales by Gender

Gender
Female Male

Mean+SS I(\/Ilvllr;al:;li))( Mean£SS ,(VINIIZ(_;:Q?:)( ap

High-Performance Work Systems Scale
Leadership 3.79+0.68 1.62-5 (3.92) 3.89+0.57 2.23-5(3.92) 0.259
Employment Security 3.68+0.7 1.29-5 (3.86) 3.8+0.68 1-5(4) 0.243
Selective Hiring 3.48+0.86 1-5 (3.5) 3.63+0.66 1-5 (3.75) 0.175
Job Quiality 2.95+0.69 1-5 (3) 3.12+0.74 1-5(3) 0.092
Training 3.03+0.83 1-5 (3.33) 3.23+0.86 1-5 (3.33) 0.092
Contingent Compensation 2.82+0.78 1-4.33(3) 3.04+0.72 1-4.33 (3) 0.033*
Total 3.29+0.55  1.72-4.56 (3.38) 3.45+0.5 1.97-4.89 (3.5) 0.032*

Innovation Behavior Scale

Exploration 3.68+0.82 1-5 (4) 3.76+0.74 1-5 (4) 0.504
Generation 3.89+0.84 1-5(4) 3.83+0.74 1-54) 0.618
Championing 3.93+0.87 1-5 (4) 3.9+0.8 1-5 (4) 0.790
Implementation 3.97+0.82 1-5(4) 3.93+0.7 2.33-5 (4) 0.683
Total 3.87+0.75 1-5 (4) 3.85+0.62 1.83-5 (3.96) 0.882

One-Way Anova test *p<0.05  **p<0.01

The analysis of the HPWS scale by gender proves that leadership, employment security, selective hiring, job
quality, and training do not differ statistically by gender (p > 0.05). Conversely, contingent compensation differs
by gender (p = 0.032; p<0.05). Contingent compensation for females was lower than that of males. Also, the total
evaluation of HPWS differs by gender (p = 0.032; p<0.05). With a clearer expression, the total evaluation of HPWS
in females was lower than that of males. On the other side, when analyzing the IB scale, exploration, generation,
championing, implementation, and total 1B show no statistical differences by gender (p > 0.05).

Research contradicts the notion of gender disparities in innovation. A study by Reutzel et al. (2018) suggests that
the gender of leaders influences company behaviors, affecting organizational innovation practices. Cropley and
Cropley (2017) emphasize the importance of gender diversity for organizational innovation, indicating that it
enhances innovation outcomes. Zuraik et al. (2020) and Lebedeva and Schmidt (2012) highlight differences in IB
based on gender, showing that female leaders may have unique approaches to innovation compared to male leaders.

Table 9. Evaluation of HPWS and IB Scales by Age

Age
18-24 Age 25-34 Age 35-55 Age
Min-Max Min-Max Min-Max bp
MeantSS — (\edian)  MeamtSS (\edian)  Mean=SS(\egian)
High-Performance Work Systems Scale
Leadership 3952056 2095 3950061 1625 3901066  1.775(4)  0.044%
' ' (4.08) ) ' (3.92) ) ' ) '
Employment 2,43-5 ) ) "
Security 3.7840.59 (3.86) 3.65+0.68  1-5(3.71)  3.94+0.73  1.29-5(4) 0.038
Selective Hiring 3.44£091  1-5(3.5) 354075  1-5(325) 3.74£0.71  1-5(3.75) 0.147
Job Quality 2.78+0.77  1-443(3)  2.97+0.61 1-5 (3) 3.33+0.86 gi’g 0.002**
I 1.67-5 ] 1.67-4.67 .
Training 3.33+0.86 (3.33) 2.98+0.89 1-5(3) 3.4+0.62 (3.33) 0.005
Contingent 2844078  1-367(3) 285:074 1-433(3) 3.18£074 433 0.025*
Compensation ' ' ) ) ' ) ) ' (3.33) '
1.92-4.07 1.72-4.89 2.06-4.56 .
Total 3.36+£0.52 (3.35) 3.28+0.51 (3.33) 3.6+0.53 (3.68) 0.002
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Innovation Behavior Scale

Exploration 3.7+0.85 1-5 (4) 3.65+0.79 1-5 (4) 3.940.7 2-5 (4) 0.155
Generation 4024072 167-5(4)  3.79+0.79 1-5 (4) 3.95+0.81 1-5 (4) 0.241
Championing 4.09+0.67 3-5 (4) 3.82+0.89 1-5 (4) 405074  2-5(4) 0.118

Implementation 4.01+0.75 2.33-5 (4) 3.89+0.77 1-5(4) 4.08+0.75 1.67-5(4) 0.293

Total 3.96+:0.66  2-5(4.04) 3.78+0.7 1-5(3.92) 3.99+0.65  2.08-5(4) 0.137
One-Way Anova test *p<0.05  **p<0.01

The analysis of the HPWS scale by age demonstrates that leadership (p = 0.044; p<0.05), employment security (p
= 0.038; p<0.05), job quality (p = 0.002; p<0.01), training (p = 0.005; p<0.01), and contingent compensation (p =
0.025; p<0.05) differ statistically by age, while selective hiring has no differences (p > 0.05). When comparing
pairs, leadership in 25-34 age was lower than that of 35-55 (p = 0.045), employment security in 35-55 age was
higher than that of 25-34 (p = 0.045), job quality in 18-24 age was lower than that of 25-34 (p = 0.001) and 35-55
age (p = 0.001), training in 25-34 age was lower than that of 18-24 (p = 0.001) and 35-55 age (p = 0.001), and
contingent compensation in 35-55 age was higher than that of 18-24 (p = 0.029) and 25-34 age (p = 0.030).
Moreover, the total evaluation of HPWS differs statistically by age (p = 0.002; p<0.01). More specifically, the
total evaluation of HPWS in 35-55 years of age was higher than that of 18-24 (p = 0.001) and 25-34 years of age
(p =0.001). Whereas exploration, generation, championing, implementation, and total IB score have no differences
by age (p > 0.05).

Hentschel et al. (2019) examined gender stereotypes concerning competence. They discovered that both male and
female evaluators rated men and women in terms of competence. This discovery contradicts the findings that
specific aspects of competence, such as leadership skills or work performance, vary based on gender. Moreover,
HPWS was strongly linked to reduced turnover in companies with a female workforce. This challenges the findings
emphasis on age-related variations in HPWS aspects, indicating that gender composition within a company may
impact the success of HPWS.

Table 10. Evaluation of HPWS and IB Scales by Education

Education
Associate Degree Bachelor's Degree Master and above
Min-Max Min-Max Min-Max bp
Mean+SS — (\regian)  Mem=SS (vregian)  Meam=SS(vregian)
High-Performance Work Systems Scale
Leadership 3.62+1.08 1.62-5 3.81+0.6 1.92-5 3.92+0.57 1.77-5(4)  0.230
e (3.88) o (3.85) T ' '
. 1.29-4.57 2.14-5
Employment Security 3.58+1.18 (4.07) 3.69+0.69 1-5 (3.86) 3.86+0.58 (3,86) 0.179
Selective Hiring 3.44£099  1-5(3.5)  3.49+0.75  1-5(3.5) 3.68+0.75 1-5(3.75)  0.247
Job Quality 3.30.68 2'42;"71 3.03£0.71  15(3) 299:0.73  15(3)  0.383
- 1-4.67 1.67-5
Training 3.19+41.13 (3.33) 3.13+0.81 (3.33) 3.13+0.86 1-5(3.33)  0.965
Contingent 3.08:067 LO7A3 5000077 1433(3) 291:075  1-433(3) 0763
Compensation 3)
1.99-4.24 1.83-4.89 1.72-4.56
Total 3.37+0.71 (3.5) 3.34+0.53 (3.42) 3.41+0.5 (3.5) 0.680
Innovation Behavior Scale

Exploration 3.38+0.68 (23";'55) 3.73+£0.77 1-5 (4) 3.75+0.81 1-5(4)  0.288
Generation 3.89+0.73 3-5 (4) 3.84+0.8 1-5 (4) 3.88+0.8 1-5 (4) 0.949
Championing 3.67+1.05 1-5 (4) 3.92+0.81 1-5 (4) 3.93+0.84 1-5 (4) 0.528
Implementation 3.5+0.89 1'621‘)1'67 3.98+0.75 1.67-5(4) 3.98+0.75 1-5@4) 0.105
Total 3.61+£0.71 28-3.15;4 3.87+0.66  1.75-5(4) 3.88+0.73 1-5(4)  0.420
°One-Way Anova test *p<0.05 **p<0.01

Table 10 shows the analysis of HPWS and IB scale scores by educational background, which demonstrates that
leadership, employment security, selective hiring, job quality, training, contingent compensation, and total
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evaluation of HPWS do not show differences statistically by education (p > 0.05). Similarly, exploration,
generation, championing, implementation, and total 1B do not differ statistically by education (p > 0.05). These
results seem to be the first evidence regarding the factors, since the existing literature does not explicitly indicate
such a conclusion.

Table 11. Evaluation of HPWS and IB Scales by Tenure

Tenure
0-1 Years 2-5 Years 6 years and above
Min-Max Min-Max Min-Max b
MeanzSS— “\rogign  Mean=SS yogiany  Mean=SS (\redian) P
High-Performance Work Systems Scale

. 1.62-5 1.92-5 0.019

Leadership 3.7+0.71 (3.85) 3.89+0.56 (3.92) 4+0.53 2.23-5(4) -
Employment Security 3.48+0.75  1-5(3.57) 3.84+0.6 1'2?;61'86 4.06+0.58 %48875 OSB !
Selective Hiring 326:0.86 1-5(3.13) 3.64:069 2-5(363)  394:052  35(4) 0002
Job Quality 206£0.79  15(3)  2.99:0.61 1'7%:',")"71 3294079 186-5(3) 0%
Training 2.87+0.92 1-5(3) 3.21+0.79  1-5(3.33) 3.5+0.63 2-5(3.33) 0.234

Contingent 1-4.33

Compensation 2.73£0.86  1-433(3) 2.97+0.66  1-4.33(3) 3.24+0.64 (3.33) 0.142
1.72-4.89 1.83-4.32 2.57-4.56 0.002

Total 3.16+0.59 (3.24) 3.43+0.45 (35) 3.67+0.4 (3.66) -

Innovation Behavior Scale

Exploration 3.5840.88 1-5 (3.5) 3.82+0.73 1-5 (4) 3.75+0.64 3-5(35)  0.409
Generation 3.754+0.89 1-5 (4) 3.96+0.7 1-5 (4) 3.81x0.77 1-5 (4) 0.759
Championing 3.78+0.94 1-5 (4) 4.04+0.74 2-5 (4) 3.86+0.8 1-5 (4) 0.181
Implementation 3.76+0.92 1-5 (4) 4.11£0.61 2.33-5(4) 3.94+0.63 2.33-5(4) 0.500
Total 3726078  1-5(385) 3.994059 2.33-5(4)  3.84:0.63 %3838;_’ 0.416

°One-Way Anova test *p<0.05 **p<0.01

The evaluation of HPWS by tenure illustrates that leadership (p = 0.019; p<0.05), employment security (p = 0.019;
p<0.05), selective hiring (p = 0.002; p<0.01), job quality (p = 0.042; p<0.05), and total evaluation of HPWS scores
(p = 0.002; p<0.01) do differ statistically by tenure, although training (p > 0.05) and contingent compensation (p
> (.05) do not have differences. Comparing pairs, leadership in 0—1 years was lower than that of 6 years and above
(p = 0.025), and employment security in 0—1 years was lower than that of 6 years and above (p=0.025).Selective
hiring in 0-1 years was lower than that of 2-5 years (p = 0.001) and 6 years and above (p = 0.001); job quality in
6 years and above was higher than that of 0-1 years (p = 0.001); and total evaluation of HPWS in 0-1 years was
lower than that of 2-5 years (p = 0.001) and 6 years and above (p = 0.001). In addition, exploration, generation,
championing, implementation, and total IB scores do not differ statistically by tenure (p > 0.05).

Research reveals that team members who join simultaneously often share common experiences and connections.
This can foster team unity, which in turn may boost performance (Baer et al., 2008). However, unlike earlier
research that highlighted differences in tenure in areas like leadership, job security, and job satisfaction, this
suggests that shared experiences and length of employment within a team may have a nuanced impact on
organizational outcomes.

Table 12. Evaluation of HPWS and IB Scales by Status

Status
Manager Others Specialist
Min-Max Min-Max Min-Max bp
MeansSS— (\egian)  Meam=SS  (\edian)  MemtSS(Median)
High-Performance Work Systems Scale
Leadership 4.09+0.47  3.31-5(4)  3.82+0.77 1.62-5 3.77+0.61 L7175 0.029*
' ' ' ) ' (3.92) ) ) (3.85) )

Employment 2.29-4.86 1.57-5 ) o
Security 4.1+0.48 (4.14) 3.75+0.75 (3.86) 3.64+0.7 1-5 (3.71) 0.001
Selective Hiring 3.8+0.6 2-4.75 (4) 3.82+0.83 1-5 (3.75) 3.41+0.77 1-5 (3.25) 0.001**
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Job Quality 321+0.78  171-5(3)  3.1940.83  1.14-5(3)  2.94+0.66 1-5 (3) 0.060
Training 334:076  1-5(3.33)  3.06:0.85 %é‘_‘:g 3090087 1-5(3.33)  0.001%*
ggm:)g%zg:ion 3134054  2-433(3) 2974076  1-433(3)  2.86:08  1-433(3)  0.001**
Total 3.61+0.42 Zéfg'zz)s 3.44+0.55 1'?3?;2)56 3.28+0.53 1'Z§'3%;39 0.002**
Innovation Behavior Scale
Exploration 3.86+0.73 2-5 (4) 3.76+0.84 1-5 (4) 3.67+0.78 1-5 (4) 0.130
Generation 3.86+0.81 1-5(4) 3.95+0.73 1.67-5(4) 3.83+0.8 1-5(4) 0.224
Championing 4.13+0.85 1-5(4) 3.91+0.84 1-5(4) 3.85+0.82 1-5(4) 0.111
Implementation 4.03+0.71 2.33-5 (4) 4.05+0.72 2.33-5 (4) 3.91+0.79 1-5(4) 0.012*
Total 3974067  1.83-5(4)  3.92+0.69 2-5(4.08) 3.81£0.69  1-5(3.88) 0.042*
°One-Way Anova test *p<0.05 **p<0.01

The analysis of the HPWS scale by status points out that leadership (p = 0.029; p<0.05), employment security (p
=0.001; p<0.01), selective hiring (p = 0.001; p<0.01), training (p = 0.001; p<0.01), contingent compensation (p =
0.001; p<0.01), and total HPWS scores (p = 0.002; p<0.01) differ statistically by status. Conversely, job quality
does not differ by status (p > 0.05). Comparisons in pairs show that leadership in the specialist was lower than that
of the manager (p = 0.035), employment security in the specialist was higher than that of the manager (p = 0.001)
and others status (p = 0.001), selective hiring in the specialist was higher than that of the manager (p = 0.001) and
others status (p = 0.001), training in the manager was higher than that of the specialist (p = 0.001) and others status
(p = 0.001), and contingent compensation in the manager was higher than that of the specialist (p = 0.001) and
others status (p = 0.001). Also, the total evaluation of HPWS does differ statistically by status (p = 0.001; p<0.01).
It was found that the total evaluation of HPWS in the manager was higher than that of the specialist (p = 0.001)
and others (p = 0.001).

Across the way, exploration, generation, and championing do not differ statistically by status (p > 0.05), while
implementation does (p = 0.012; p< 0.05). Comparing pairs, implementation in specialists was lower than other
statuses (p = 0.001). Total IB does differ statistically by status (p = 001; p < 0.01). In terms of the paired
comparisons, the total IB in the specialist was lower than that of the manager (p = 0.001).

Conflicting evidence can be mentioned about the worth of HPWS to employees and employers. The research
discloses different opinions on HPWS benefits, with some studies supporting its positive effect on workers’
welfare and organizational performance while others argue that it may improve organizational performance at the
cost of workers’ health (Rana & Javed, 2017). This contradicts previous findings about how HPWS impacts
various dimensions of status, indicating that depending on how one looks at it, HPWS will have diverse effects for
employees and organizations. The study's findings indicate that, regardless of an employee's level of expertise,
four of the five HRM practices have a significant and positive impact on their ability to retain their job. These
practices include training and development, innovative benefits, incentive compensation, and a polite and
stimulating work environment (Renaud et al., 2015).

5. CONCLUSION AND SUGGESTIONS

This research investigates the impact of HPWS on IB using a method of structural equation modeling. The study
also explores differences in HPWS and IB scores based on demographic factors. First, the analysis of the model
shows that dimensions of HPWS, including leadership, employment security, selective hiring, job quality, training,
and contingent compensation, have a positive effect on IB (H1). This finding indicates that companies can improve
their performance and effectiveness by fostering creativity, endorsing risk-taking attitudes, and nurturing the
development of employees to establish an environment that fosters innovation. A work culture that appreciates
ideas and views challenges as chances to learn could stimulate problem-solving.

Secondly, when examining HPWS and 1B aspects across genders, differences between men and women are less
apparent in some areas but become evident in contingent compensation and the total scores of HPWS.
Organizations should consider promoting gender equality by introducing pay systems and impartial evaluation
procedures to tackle any discrepancies that may exist in these areas. In the third analysis, when looking at how age
influences HPWS and IB dimensions, it becomes evident that age disparities impact leadership roles, employment
security, job quality, training opportunities, contingent compensation, and the total scores of HPWS. Organizations
must acknowledge these distinctions and adjust their HR strategies accordingly. For example, offering
personalized training and development programs for employees across age brackets can adeptly cater to a range
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of requirements and preferences. On the other hand, there were no significant variations in selective hiring
practices or total 1B scores based on age. It suggests that companies should focus on hiring individuals based more
on their skills, experience, and cultural fit than age.

Moving on to the fourth analysis regarding the correlation between HPWS and IB dimensions with educational
backgrounds, it was observed that educational variances did not impact HPWS or IB dimensions significantly.
This finding suggests that companies should focus less on credentials when introducing systems or evaluating
creative initiatives. It is better to cultivate an environment that appreciates abilities originality, and teamwork of
individuals from educational backgrounds.

Lastly, examining how tenure influences HPWS and IB dimensions reveals that tenure plays a role in determining
leadership, employment security, selective hiring, and job quality for employees while shaping perceptions of
HPWS positively; however, it does not have a significant effect on training or contingent compensation.
Furthermore, the various aspects of exploration, generation, championing, and implementation, as well as the total
score of 1B, remain consistent regardless of how long someone has been with the company. Companies should
understand the influence of how employees have been with them and create policies that appreciate and assist
long-term staff. This might include programs for mentorship opportunities, career growth, and maintaining job
security to keep experienced employees on board.

Moreover, an examination of how employee status relates to HPWS and IB dimensions revealed that leadership,
employment security, selective hiring, training, contingent compensation, and the total score of HPWS are crucial
factors except for job quality. Additionally, both implementation and overall 1B scores are influenced by employee
status. Based on these discoveries, it is crucial for businesses to tackle any disparities in these aspects, depending
on the staff's roles, to promote fairness and diversity at work. This might involve implementing payment plans and
chances for progress that're open to all staff members, regardless of their rank, in the organization.

The study has some limitations. First of all, findings may not be highly generalizable due to its specific industry
focus. Furthermore, time is crucial so that different times of investigation may yield different outcomes. Despite
the limitations, this study advances the field of study by examining how HPWS influences IB. For companies
aiming to foster an innovative culture and implement effective HR practices to raise employee well-being and spur
company success, the study provides useful insights. To deepen our knowledge of the relationship between HPWS
and IB, future studies should examine and overcome the limits mentioned above.
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