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Abstract: The High Performance Work System (HPWS) serves as a decisive tool that enables organizations
to prioritize quality work. Despite this, instructors in both public and private higher education do not have a strong
enough collective voice to influence its policies at the state and federal levels. This study focuses in particular on the
instructors of Higher Education Institutions in Pakistan, to investigate the influence of the HPWS on Employee
Welfare and Work Commitment in the context of COVID-19. Nineteen items on a 5.0-point Likert scale, with “1”
denoting "Strongly Disagree" and “5” indicating "Strongly Agree" was included in a survey for this study that
covers its three latent variables, i.e., HPWS, Work Commitment, and Employee's Welfare. 204 teaching
professionals/instructors from higher educational institutions, both public and private, made up the study's
participant pool. SmartPLS was used in the measurement and structural model analyzes with Confirmatory Factor
Analysis and inter-construct correlation of this study. The study concluded that the HPWS has an implicit and
substantial impact on Employee Welfare and determined that Work Commitment significantly mediates the
association between HPWS and Employee Welfare. This study includes earlier research on HPWS with effective
collaboration and opposing viewpoints. This study contributed to the existing literature novel by concentrating on
the complexity of Employees’ performance and their workplace environment. This study significantly implicates the
HR strategists and managers that to enhance employee engagement with their jobs and duties and to improve
employee welfare, academic and corporate institutions should have efficient HPWS implemented within their
organizations.
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1. Introduction

Human resource management practices categorized
as "High Performance Work Systems (HPWS)" have
received increased evidence-based research since the
mid-1990s. HPWS are broadly defined as human
resource management practices comprising
performance-related compensation, several employee
communication programs, teamwork, and training [4,
25]. The prime focus of this research was on the
consequences of such practices on organizational
performance, and it was well written from a managerial
perspective [4]. Simultaneously, some research has
been done concerning High Performance Work
Systems on Employees Welfare [24]. It was concluded
that HPWS could help improve organizational
performance [11].

Workers must be treated with respect and given
proper benefits and incentives because they are vital to
the means of production. These advantages will
increase their sense of value, raise their self-esteem and
financial situation and serve as a form of
encouragement to arouse tremendous enthusiasm for
their work and boost productivity [42]. Employers
prioritizing  long-term  sustainable  organizational
growth over short-term, fast profits should offer more
perks to employees. Employers must provide welfare
benefits, and other incentives must be provided to
employees employers to foster employee motivation,
which dramatically impacts output and results. The
organization, employers, and employees  will
benefit from the HPWS [13]. Employee welfare and
self-esteem are more crucial in the HPWS, and firms
that invest more in benefits that promote employee
welfare and morale see productivity increases [24].

Previous research on HPWS and organizational
performance and employee well-being is rare. Still, this
paper will cover the gap by making many contributions
to the literature on HPWS. Firstly, indicators based on
actual data are presented in this study about the effect
of HPWS on employee welfare, particularly in higher
education. Second, the study emphasizes the mediating
mechanism by examining job dedication's role in
establishing the correlation between HPWS and
employee welfare. Finally, this study analyses various
functions of HPWS activities within the businesses that
may have a noticeable impact on the welfare of the

workforce. The study's goal is to determine how HPWS
impacts organizational performance and employee
welfare with the mediating effect of work commitment.

2. Literature Review

2.1. High Performance Work System (HPWS)

Generally speaking, HPWS entail procedures of
human resource management that include a reward for
performance, numerous internal communication
initiatives, collaboration, and education [4, 25].
Furthermore, HPWS can contribute to improved
performance of the organization [11].

2.2. Work Commitment

Work commitment is described as (a) the level of
professional motivation, (b) the significance of a job as
a source of fulfillment, and (c) the level of importance
given to a job in comparison with other forms of
fulfillment [29].

2.3. Employee Welfare

The pursuit of someone's social, moral, cognitive,
and physical well-being is referred to as welfare. In
1969, the Review Panel on Labor Welfare gave a
distinct definition of the term. They defined this as
adequate dining facilities, recreational facilities,
adequate sanitation and health center plans for
commuting and for people hired at a distance from their
residence, and other offerings, facilities and amenities.

3. Hypothesis Development

3.1. Relationship of HPWS with Employee’s
Welfare

In previous years, literature supported the human
resource  practices that affect organizational
performance [11]. The central concept of this literature
is the concept of HPWS, which reflects a substantial
impact on organizational performance [37, 46]. The
substantial evidences in the literature support the fact
that HPWS, when integrated with other HR practices,
is an essential element that can assist organizations in
achieving a competitive advantage. By investing in
High Performance Work System, they can accomplish
a bunch of trained, talented and empowered employees
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who are capable of doing jobs efficiently [15].
Numerous pieces of research have concluded that High
Performance Work System is linked with progressive
employee outcomes, i.e., employee performance [28,
45], that leads to advanced organizational performance
[26, 31].

Although numerous laws require employers to offer
welfare benefits to their workers, their implementation
and enforcement pose the biggest obstacles to the
execution of their requirements [39]. Nowadays, it's
more difficult and contentious to address concerns
relating to welfare and decent quality of life for
employees who are engaged in helpful labor but have
no social-economic allowances to raise their standard
of living [8]. These problems frequently arise in
disputes amongst union members, which may escalate
to strike or lockout measures [38]. Lack of or
insufficient employee welfare benefits negatively
influence workers' social and organizational conditions
and capacity [15]. This could affect the team spirit,
which confines the strong ability to convey an
overarching  normative or  moral  structure.
Simultaneously, work environment change could
explain, leaving the team system questionable to
anomic tendencies, status differentiations among
hourly workers, and different sources of variability
[43].

Employee welfare benefits boost employee
motivation, whereas employee motivation results in
productivity. Employee welfare packages significantly
impact organizational performance [1]. The mentioned
hypothesis declaration is discovered due to the
hypothesis that there is a meaningful correlation
between high performance work systems and employee
welfare.

Hypothesis 1: Employee welfare and HPWS form a
significant relationship.

3.2. The Relationship of HPWS with Work
Commitment

Several aspects of HRM, including employee
loyalty, hiring procedures, ongoing and in-depth
training, and various performance-based remuneration
plans, are at the heart of high performance work
systems [27, 40]. Consequently, HPWS is a
multidimensional concept that most likely positively
influences corporate welfare. Additionally, a vital
perspective has been stated in most publications from
earlier HPWS literature, indicating that researchers are
becoming more concerned with their subjects’ work
outcomes. [9, 21] to wunderstand how Work
Commitment is related to HPWS, some researchers
have investigated how HPWS impacts work
commitment between subordinates and managers.
According to the findings, women and managers have

expanded work commitment in organizations using
HPWS [2]. As per [22], workers are more efficient if
they are more engaged in the organization decision-
making. Research reflects that employees are most
likely more interested in their work if effective HR
practices are integrated with operative work
commitment. Thus, the following statement can be
hypothesized

Hypothesis 2: Work Commitment and HPWS have
a significant relationship.

3.3. Work Commitment as a Mediator: Mediation
Impact on the Relationship between HPWS and
Employee Welfare

The social exchange theory [6] and the academic
literature on High Performance Work Systems [32, 33,
and 36] have both demonstrated that the performance
of employees is directly related to the quality of the
work environment [44] and the work place [7]. This
theory claims that by giving employees a comfortable
workplace and enough benefits, businesses may
develop loyal, contented employees who will yield
incredible results [6, 12]. This predominantly stands
because they consider these perspectives of
responsibility as indicators of better work execution.
Recent literature has also shown a significant
relationship between employee welfare and HPWS
[10]. [16] analyzed the correlation between the
perception of HPWS and commitment. This shows that
work commitment has a mediating impact on the
connection between HPWS and performance. This
ultimately leads to enhance employee welfare. Hence,
the following statement can be hypothesized.

Hypothesis 3: Work Commitment significantly
mediates the relationship between HPWS and
Employee Welfare.

3.4. Conceptual Framework

High Performance Employee Welfare
Work System
| )

Fig. 1 Impact of HPWS on employee’s welfare

4. Methodology

4.1. Research Design

It is the prime responsibility of the researcher during
his research to briefly describe the research design, i.e.,
which research approach is used [35]. This study used
the quantitative approach because it wused a
questionnaire to collect individual responses. The
philosophy used in this research is positivism, as this
comprehends the general philosophical position [35].
This study used the deductive approach as it has used



Adnan et al. Were Employee Welfare and Work Commitment Impacted by the High Performance Work System?, Vol. 49 No. 9 September

182

2022

social exchange theory, which comprehends that
HPWS is vital for any organization as it leads to better
work commitment within the firm [41]. Survey
research is being used to comprehend the data gathered
from the sample of the whole population [35]. A
systemized set of questions with a 5-point Likert scale
was used during the survey for data collection.

4.2. Population and Sample

In view of the fact that the total population of
teachers employed in higher education institutions in
Pakistan is unknown, about 240 instructors were
selected for the study’s data collection through a
guestionnaire survey. This is because there are no
details on the overall population. For the analysis of
PLS-SEM, the sample size between 100 and 200
subjects for populating unknown subjects is sufficient
[20].

4.3. Sampling Technique

Since non-probability convenience sampling is an
effective method for gathering information from
respondents, the study uses it to determine the effect of
HPWS on employee welfare and performance [3].

4.4. Underpinning Social Exchange Theory

Social exchange theory describes the cost benefit
evaluation of a connection between two individuals in
any society. It is a metric for gauging individual effort
considering this relationship. This assessment makes it
possible to assess how much effort each person makes
in any particular relationship. The main goal of this
finding is to establish the effectiveness of HR actions
that organizations must have to raise work commitment
through building their welfare.

4.5. Data Collection

To collect data for the study, researchers visited
several colleges and universities that provide higher
education to students in the study population in South
Punjab, Pakistan. The faculty members hired to teach
students at all levels of the university completed the
questionnaires. Based on [34], if a population is greater
than 10,000 or is unknown, then a sample size of 100—
200 should be adequate for the study. Thus, a finalized
sample set of 204 of 240 respondents were taken to
conduct the study’s analysis using Partial Least Square
(PLS) with Structural Equation Modeling (SEM). A
total of 67.2% of the participants were male, 32.8% -
female.

4.6. Research Instruments and Scale Measures

To gather information about the parameters of the
current study, namely, the HPWS, the work
commitment of the employees, and the employee
welfare of the employees. A questionnaire made up of
19 sets of formalized questions was designed. The most
recent test used the 5.0-point Likert Scale, which has

previously been used in social studies [14].

4.7. High Performance Work System (HPWS)

Five items were on the High Performance Work
System (HPWS) scale, a 5-point Likert scale in which a
score of '1' indicates "Strongly Disagree" whereas a
score of '5" indicates "Strongly Agree." The HPWS
scale was modified from research project [41].

4.8. Work Commitment

To measure work commitment, this study adapted a
5.0-point Likert Scale that was developed by [41] and
modified it for the purposes of evaluation. The scale is
from '1' to '5' and as the name implies, 'l' means
'Strongly Disagree’, and '5' means 'Strongly Agree.'

4.9. Employee’s Welfare

The study adopts a 5.0-point Likert scale from [23]
to determine employee welfare, with ‘1’ denoting
"Strongly Disagree” and °5° denoting "Strongly
Agree."

4.10. Data Analysis

Most of the investigators used Partial Least Square -
Structural Equation Modelling (PLS-SEM), relatively
common in the existing climate, particularly in
managerial activities, to conduct the study. It usually
uses integrated regression analysis inside these latent
variables [18, 19]. For components with a
developmental nature and a theoretical foundation,
PLS-SEM is a perfect fit and practical tool. PLS-SEM
is the optimal analytical technique because this report's
structural model, which is constructive, includes
Employee Welfare as a targeted component.
Additionally, PLS-SEM is thought to be the most
helpful software programmed for analyzing quasi-
distributed data, focusing on exploratory studies, and
calling for a smaller sample size [20]. Because of this,
PLS-SEM is being used in this study's data analysis.
The study used PLS-SEM and is divided into two parts:
structural modeling (looking at links between the latent
constructs  hypothesized) and  assessing  the
measurement instrument.

5. Results

5.1. Descriptive Statistics and Correlational
Analysis

In order to determine the importance of the
connections between latent constructs, it is necessary to
examine the sample mean, standard deviations, T-
statistics, and their comparative P-values that are used
to estimate the degree of correlative influence [20].
Table 1 illustrates the impact of these relationships
with respect to the latent constructs.
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Table 1 Descriptive statistics

constructs, while Table 3 shows the similarity between

Original Sample  STDEV the indicators for each latent construct.
Sample (O) Mean (M)
HPWS ->EW 0.569 0.565 0.06 Table 2 Inter-construct correlation
HPWS -> WC 0.708 0.713 0.049 u d i
WC -> EW 0.266 0.274 0.07 Employee Welfare HPWS Work Commitment
EW 1.000 0.756 0.671
HPWS 1.000 0.709
Table 2 demonstrates the relationship between the wcC 1.000
latent constructs and the connection with other latent
Table 3 Indicators’ correlation
EW 1 EW2 EW3 EW 4 EW 5 EW 6 EW 7 EW 8 HPWS1 HPWS2 HPWS3 HPWS4 HPWS5 WC 1 WC 2 WC 3 WC4 WC 5 WC6
EwW1l 1 0.566 0.486 0.47 0.563 0.51 0.639 0.459 0.682 0.472 0.496 0.603 0.301 0.407 0.49 0.368 0.253 0.503 0.32
EW2 1 0.634 0.385 0.464 0.505 0.728 0.701 0.472 0.385 0.47 0.553 0.379 0.459 0.217 0.414 0.414 0.48 0.592
EW3 1 0.232 0.626 0.51 0.471 0.51 0.387 0.19 0.433 0.453 0.384 0.394 0.102 0.114 0.11 0.187 0.523
EW4 1 0.375 0.577 0.419 0.482 0.339 0.327 0.487 0.335 0.188 0.44 0.4 0.36 0.244 0.32 0.294
EWS5 1 0.627 0.499 0.449 0.394 0.258 0.334 0.471 0.277 0.319 0.314 0.236 0.203 0.407 0.57
EW6 1 0.635 0.613 0.568 0.334 0.593 0.52 0.323 0.505 0.247 0.223 0.169 0.324 0.448
EW7 1 0.578 0.535 0.481 0.356 0.594 0.341 0.338 0.198 0.26 0.448 0.419 0.396
EW8 1 0.345 0.195 0.346 0.578 0.29 0.458 0.221 0.411 0.364 0.385 0.525
HPWS1 1 0.566 0.578 0.495 0.336 0.595 0.317 0.268 0.216 0.298 0.306
HPWS2 1 0.518 0.366 0.259 0.354 0.479 0.336 0.673 0.394 0.151
HPWS3 1 0.424 0.215 0.48 0.416 0.359 0.252 0.337 0.235
HPWS4 1 0.405 0.332 0.349 0.473 0.417 0.561 0.474
HPWS5 1 0.368 0.13 0.241 0.195 0.262 0.488
WC1 1 0.361 0.319 0.302 0.191 0.454
WC2 1 0.62 0.485 0.581 0.026
WC3 1 0.562 0.597 0.271
WC4 1 0.545 0.229

WC5
WC6

1 0.431

5.2. Mediation Analysis

From the results shown in Tables 4, 5, and 6, High
Performance  Work  System  (HPWS), Work
Commitment (WC), and Employee Welfare (EW) are
all statistically significant variables explored. This
study found that there was a strong positive
relationship between High Performance Work System
(HPWS) and Work Commitment (WC) (r = 0.71,
p=0.01) and Employee Welfare (EW) (r = 0.56,
p=0.01). Additionally, it was discovered that there is a
strong, significant, and positive relationship between
Work Commitment (WC) and employee welfare (EW)
(r=0.274, p=0.01). In conclusion, the above findings
indicate that hypotheses one through 3 are supported by
the data. The table also illustrates the impact of Work
Commitment (WC) on the correlation between High
Performance Work System (HPWS) and Employee
Welfare (EW). Table 7 depicts WC as a useful
mediator between HPWS and EW, and shows that it
provides a powerful, effective, and vital match between
the two (r = 0.197, p = 0.01).

Table 4 Specific indirect effects

Original Sample Standard T P
Sample Mean Deviation Statistics Values
(©) (M) (STDEV) OI/STDEV
HPWS -> |0.188 0.197  0.057 3.295 0.001
WC -> EW

5.3. Measurement Model

As was indicated in earlier sections, it was proposed
to use Smart PLS 3.0 to evaluate the latent constructs
of HPWS, WC, and EW. According to [20], Cronbach's
alpha and the composite reliability for an exploratory
survey should fall between 0.6 and 0.7 (acceptable

levels of internal consistency) to be considered reliable.
When the value ranges from 0.7 to 0.9, the results
clearly show a satisfying and appropriate range of
results for a high level of reliability [20]. Presented in
Table 5 is a summary of the results of the measurement
of construct validity and reliability in this study.

Table 5 Construct validity and reliability
Cronbach's Alpha rho_A Composite Reliability AVE
0.899 0.906 0.919 0.588
0.781 0.798  0.852 0.538
0.799 0.797  0.856 0.501

EW
HPWS
WC

The indication loaded value and the extracted
average variance value is used to determine the
convergence validity.

To examine the model's convergent validity, the
components of each indicator must be more significant
than 0.70, and the average variance extracted (AVE) of
the latent construct must be higher than 0.50. Based on
the results of this study and the values of the AVE for
each construct evaluated in the study, the AVE values
for each construct are acceptable and sufficient, due to
the fact that the AVE value for each construct exceeds
0.50, which is acceptable and sufficient. As shown in
Table 6, a comparison of the loading values for each
indicator in both latent variables indicates that the
value of each indicator of both latent variables is higher
than 0.7, implying an appropriate outcome.

Table 6 Indicators’ cross loadings
Employee Welfare  HPWS Work Commitment

EW1 0.78 0.713  0.558
EW2 0.823 0.624 0.624
EW3 0.716 0.508 0.361
EwW4 0.636 0.464  0.492
EWS5 0.74 0.484  0.499
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Continuation of Table 6 (EW) (0.608) and Work Commitment (WC) (0.502),
Ewe  0.809 065  0.474 both of which are solid and beneficial analyses [20].
EW7  0.824 0.64  0.495
EW8  0.783 0.495 0.572 Table 8 R
HPWS1 0.619 0.821 0.9 abe o Iosquare
HPWS2 0442 0.732 0552 R Square R Square adjusted
HPWS3 0.575 0.756  0.496 EW 0608  0.604
HPWS4 0677 0.767 062 WC 0502 0499
HPWS5  0.406 0.765  0.415
WC1 0542 0.578  0.852 When evaluating the transformation in R? value for
wgg gggg 8-323 8-;33 underlying latent structures, f* is considered. A heavy
W4 0.368 048 0815 workload system (HPWS) had a meaningful, positive,
WC5  0.504 0518 0.783 and solid impact on work commitment (WC) (1.008)
WC6  0.594 0.45  0.807 but only a moderate influence on employee welfare

The outcomes of the current research show
classifier validity. In Smart PLS, the Fornell-Larcker
criterion and value systems introduced in bridging are
used to evaluate discriminant validity. It is
recommended that, when applying the Fornell-Larcker
criterion, connection values with other latent variables
should be valued below the square root of AVE to each
latent construct. Table 6 shows the indicator’s cross-
loading calculations for this study, and Table 7 shows
the Fornell-Larcker criterion connections within latent
constructs.

Table 7 Discriminant validity (Fornell-Larcker criterion)
Employee Welfare HPWS Work Commitment
EW 0.767
HPWS 0.756 0.733
WC 0.671 0.709  0.708

Based on Tables 5, 6, and 7, it is evident that the
constructs under investigation are sufficient for both
convergent validity and reliability of the constructs
investigated. It includes satisfactory AVE (> 0.500),
outer loadings (> 0.700), a significant reliability test (>
0.500), and higher levels of internal consistency for
each construct (HPWS, Work Commitment, and
Employee Welfare) [20].

The findings show that all latent constructs
communicate with each other in different ways. Based
on the Fornell-Larcker criterion, the study's size met
the assessment criteria for discriminant validity based
on its cross-loading figures of analysis and it met the
criteria for discriminant validity based on the Fornell-
Larcker criterion [20].

5.4. Structural Model

The next step in the analysis is to evaluate the
structural model's accuracy and reliability using
SmartPLS. The coefficient of determination (R?) is the
most critical consideration when determining a
structural model's reliability. R? reflects the combined
effects of external factor loadings on a target
endogenous latent construct within the acceptable
range of 0 to 1. The greater the value, the greater the
model's or research framework's informational power.
Table 8 displays the R? values for employee welfare

(EW) (0.404). Work Commitment (WC) had a lower
effect on employee welfare, with a score of 0.094
(EW).

Table 9 F-square

EW WC
HPWS 0.404 1.008
wWC 0.094

The bootstrap methodology was used to calculate
the Confidence Intervals for the associations of latent
variables, which disregards any assumptions made
regarding the sampling distribution's normality. The
correlation value is significant if zero falls outside the
lower and higher 95.0% Cls. Table 10 shows no zeros
in this study's lower and higher 95.0% Cls.

Table 10 Confidence intervals
2.50% 97.50%
HPWS ->EW 0.437 0.664
HPWS ->WC 0.606 0.793
WC -> EW 0.135 0.418

Moreover, asserting that a t-value greater than 1.96
and p < 0.05 illustrates the importance of the path
coefficients [20]. According to Table 11, the path
coefficients in this study model have a t-value greater
than 1.96 and a p-value just under 0.05.

Table 11 Path coefficients

Original Sample Standard T Statistics P
Sample Mean Deviation (O/STDEV) Values

©) (M)  (STDEV)
HPWS-> 0569 0565 0.06 9.41 0.000
EW
HPWS-> 0708 0713  0.049 14536 0.000
wc
WC->EW 0266 0274 0.07 3.799 0.000

Table 4 shows the impact of HPWS on Employee
Welfare (EW), with Work Commitment as a mediator
(WC). Results of the study show that the latent variable
HPWS can influence EW through the mediator (WC) (r
= 0.197, p < 0.05). Hypothesis 3 appears to be
supported by the results of this study. To determine
how much power has been conferred by WC on
mediation, Variance Accounted for (VAF) must be
calculated. VAF was found to be 0.2589 in this study,
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implying a 25.9% effect of HPWS on EW via WC.
Incomplete mediation happens when the mediation
falls between 20% and 80%, as per analysis [20].
Mediation was found to be significantly important in
the study at 25.9%, which indicates that it plays a
mediating role within the range of influence. Work
commitment was found to be a matching mediator in
this study, considering the preceding discussion.

6. Discussion

A study was performed to assess the impact of
HPWS on employee welfare in higher education
institutions in Pakistan, with work commitment as a
mediator. This study's primary objective was to
determine whether academic institutions implement
high performance work systems in their procedures.
Additionally, we were interested in learning how this
affects employee welfare in any educational institution.
According to the study's results, these hypotheses are
supported. The findings of this study follow previous
literature since they examine the reasons why HPWS
implementation is successful for both workers and
organizations.

Further, the review indicates that employees believe
HPWS has benefitted both the organization and its
employees, which is consistent with the mutual gain
viewpoint. It has been observed that employees tend to
decrease their involvement in their job when they
realize that HPWS are being implemented to improve
the institution's overall effectiveness while ignoring
employee welfare [17]. A substantial benchmark has
been added to the literature on employee welfare
because of the findings of this study. Instructors
demonstrate that when effective HR measures are
followed for their welfare, they are deeply involved in
and committed to their jobs. Through this concept, the
study also backs up previous literature that staff
members have great joy with their companies if they
believe that the HR activities of the firm are mutually
advantageous — both in terms of company objectives
and employee welfare.

7. Conclusion

Based on theory foundation and rationale, this study
builds upon previous studies that sought to identify the
key areas of HR characterization studies that influence
employee performance. Alternatively, this study
focuses on the challenges workers' workplaces face
rather than the main effects of human resource
identification on employee performance. Additionally,
the current study recognizes previous literature on
HPWS from a mutual gains perspective. Effective
human resource practices enhance employee
appreciation and the ability to perform regular duties.
As a result, these methods are highly effective. Finally,
the study's findings indicate that employees may have a

pleasant experience if HR measures are followed.

7.1. Limitations

It is essential to consider the limitations of this
study when evaluating its participation. Due to the time
and financial constraints during the pandemic,
simultaneous data collection was conducted from
respondents, limiting the ability to conclude the study.
Furthermore, the study's concepts are all self-reported,
which  mitigates the typical technique bias.
Additionally, only one mediator is considered in this
study: Work Commitment. In addition to these
constructs, other constructs may be used as mediators
[41]. Similarly, innovative leadership designs could be
developed as potential moderators [30, 47].

7.2. Future Research Directions

Because of the inclusion of longitudinal data, future
studies may be able to enhance this literature review
and broaden the scope of the conclusion-drawing
process by incorporating longitudinal data. A second
possibility is that future research may be able to include
additional potential mediators to this study, such as
organizational behavior, workplace climate, and
workplace harassment. In future, it is planned to
expand on this research by including additional
leadership concepts, like Servant Leadership, Tolerance
Leadership, and Moral Leadership, as moderators with
additions to the current model. In the future study, it
will also be possible to use objective data collection
methods, which will aid in discovering causal effects
among latent variables by using longitudinal data
collection techniques. To confirm and generalize the
findings of the current study, future studies should be
conducted in various other sectors and geographical
regions.
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