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Abstract: The objective of this study was to investigate the relationship between high-performance work
systems and a company’s social performance, taking into account the organizational climate as a situational
variable. Specifically, this study aimed to analyze the impact of perceptions of a high-performance work system
on the perception of a company’s social responsibility (CSR) among employees of Jordanian companies with
an organizational size of 300 or more. This study used 175 valid questionnaires, and SPSS and AMOS 24 were
used to test the hypotheses. The results showed that there was a positive relationship between the perception
of a high-performance work system and the perception of a company’s CSR. Furthermore, this study found
that a positive diversity climate could enhance the positive relationship between the two. These findings
suggest that high-performance work systems can contribute to the development of sustainable human resource
management systems and that a positive diversity climate is essential in shaping these systems. Based on these
results, it is recommended that companies implement HPWSs and encourage workforce diversity to maximize
the value of CSR activities and ensure their sustainability.

Keywords: high-performance work systems; corporate social responsibility (CSR); diversity
climate; individual level

1. Introduction

The increasing uncertainty in the business environment and the rapidly changing labor
landscape have made organizational diversity issues more complex. This has led to changes in
companies’ human resource management systems and structures. In the face of an uncertain and
rapidly changing environment, companies have become interested in promoting corporate social
responsibility (CSR) to secure a competitive advantage.

Corporate social responsibility (CSR) refers to the voluntary actions taken by companies not only
to accrue profit but also to benefit society [1]. Because both economic and social values significantly
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impact a company’s survival, enhancing the sustainability of a company requires considering its
economic and social performance [2].

In this environment, it is necessary to focus on the human resources within a company —that is,
the employees. When a company has a weak relationship with its employees, it becomes difficult to
create social value with other stakeholders [3]. Furthermore, from a resource-based view (RBV),
human resources are considered a core source of competitive advantage because they are “valuable,
rare, and difficult to imitate or substitute” [4]. To effectively manage employees, both academia and
industry have long focused on high-performance work systems, which refers to a specific set of HR
strategies, work structures, and processes that maximize employee knowledge, skill, dedication, and
adaptability [5], as innovative human resource management systems. Numerous previous studies
have shown the positive effects of high-performance work systems on organizational performance
[5-9].

One of the key features of high-performance work systems is that they encourage employees to
adjust their work methods and exert efforts independently to enhance organizational performance
[10]. Companies that implement high-performance work systems tend to adopt a relatively
horizontal structure, grant more autonomy to employees in performing their tasks, and empower
them with decision-making authority. Additionally, they actively communicate, which facilitates
effective participation by employees in decision-making and problem-solving processes, providing
diverse information [11]. Prior research has also shown that, when employees participate in
organizational decision making or have authority over their tasks, the overall organizational
performance improves [12]. These characteristics of high-performance work systems align with
factors conducive to a company’s social performance. Therefore, high-performance work systems
that enhance economic and social performance can be sustainable human resource management
systems for companies.

However, there are differing opinions as to whether high-performance work systems are
inherently oriented toward social values. Some argue that high-performance work systems have
historically been conceptualized and developed with an emphasis on economic performance rather
than social value [13-14]. Therefore, they suggest that improvements are needed to align high-
performance work systems with social values [13, 15].

In contrast, [16] conducted a study on corporate social responsibility (CSR) from the perspective
of high-performance work systems. The results indicated that activities related to CSR were aligned
with high-performance work systems and that the efficiency in terms of organizational human
resource management was enhanced. This suggests the need for a discussion on what organizational
human resource management systems should aim for in terms of the creation of both economic and
social value.

Inclusive and sustainable human resource management is essential in an organizational
environment characterized by a diverse and complex workforce [17]. Recognizing that potential
sources of conflicts within organizations are stimulated by the expansion of a diverse workforce, it is
essential to manage these efficiently and align them with organizational objectives. A positive
diversity climate is highlighted as a mechanism to achieve this goal. A positive diversity climate
offers learning opportunities for embracing differences among organizational members, thereby
enhancing not only internal organizational performance (such as group creativity) but also external
social values (such as reducing social conflicts and making societal contributions) [18]. Therefore, an
organizational climate of diversity and inclusion can contribute to activating an organization’s
corporate social responsibility (CSR) activities.

Companies have shown interest in advanced human resource management as a means to secure
distinctive competitive advantages for organizational survival and growth through sustainable
management systems [19]. Hence, in the current context, where sustainability in business is a growing
concern, this study aims to empirically analyze whether high-performance work systems, which are
gaining attention as sustainable human resource management systems, enhance social performance.
Specifically, this study seeks to explore how the perceptions of a high-performance work system
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operating within a company impacts the perception of its CSR activities and whether a positive
diversity climate exhibits moderating effects on this relationship.

The rest of this research paper has been organized as follows: In Section Two, we provided the
theoretical background and our hypotheses. In Section Three we demonstrated the study
methodology. In Section Four we analyzed the data and we discussed the analysis results,
implications, and the limitations of the study in Section Five. Finally, we presented the conclusion of
the in Section Six.

2. Theoretical Background and Hypothesis Development

2.1. Perception of High-Performance Work Systems

High-performance work systems (HPWSs) have long been a central topic in the field of strategic
human resource management and one of the most emphasized aspects of organizational human
resource management systems [20]. HPWSs collectively refer to human resource management
practices within organizations designed to enhance the capabilities of employees to achieve
organizational performance goals [21]. While the definition of the perception of HPWSs varies among
researchers, the majority of previous studies have commonly defined it as the perception of
employees regarding their human resource management system, which has been strategically
designed to enhance their capabilities, provide motivation, and expand opportunities for
participation in decision making [22].

While research on high-performance work systems (HPWSs) has traditionally focused on the
organizational level, recently, there has been growing interest in research at the level of individuals.
This shift is motivated by the understanding that the human resource management systems
implemented within organizations can be perceived quite differently by the employees who
experience them. According to social cognitive theory, individuals can interpret and attribute
different meanings to the same social stimuli, even when exposed to identical environmental
conditions [23]. In other words, even when employees experience the same human resource
management practices, they may interpret and assign meaning to them differently based on their
past experiences, values, and individual perspectives.

Studies on the relationship between human resource management systems and organizational
performance are often categorized into “universalistic, contingency, and configurational
perspectives” [24]. The “Universal Perspective” is a perspective that implies the applicability of the
same human resource management system to all organizations and the impact of the system on
organizational performance. “Contingency Perspective” refers to the contingent effect of a human
resource management system on organizational performance based on a particular situation of an
organization. Finally, the “Configurational Perspective” is a perspective that implies what the
structural characteristics of a human resource management system entail for organizational
performance [25]. [26], and [27] pointed out the lack of studies in the domain of “Contingency
Perspective” and the necessity of considering situational variables that can explain the intensity or
direction of the relationship between human resource management systems and performance.

Therefore, this study aims to explore the impact of individual-level perceptions of high-
performance work systems and a positive diversity climate on the perception of a company’s
corporate social responsibility (CSR) from a contingency perspective within the realm of human
resource management research.

2.2. Perception of Corporate Social Responsibility (CSR)

Corporate social responsibility (CSR) is currently a significant focus through which companies
strive to achieve a sustainable competitive advantage [2]. CSR refers to the expanded obligations of
a company, encompassing economic, legal, ethical, and philanthropic responsibilities [28]. The
concept of CSR has been diversely defined by researchers. It is expressed through terms such as
corporate social response, corporate social performance, the non-financial performance of a company,
and corporate citizenship behavior [29-30].
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The relationship between a company’s social performance and high-performance work systems
has received limited attention in research [15]. [31], argued for diverse outcome variables to measure
the relationship between high-performance work systems and organizational performance.
However, studies that measure social performance, especially in conjunction with other variables,
are scarce [32].

According to institutional theory, companies compete not only for resources and customers but
also for political power, institutional legitimacy, economic viability, and social acceptance [33]. A
company’s legitimacy and survival cannot be achieved solely through economic success. [34],
conducted an empirical study that emphasized the need to integrate the competitive perspective,
which focuses more on economic aspects, with the institutional perspective, which prioritizes
legitimacy, in order to achieve sustainability. Deriving their analysis from strategic balance theory,
Beekun and Badawi argue that an organization’s decision-making processes should also include an
ethical dimension-making processes [35]. In the context of high-performance work systems, the
relationship between these systems and social performance should be considered significant [36].

Therefore, this study intends to use a company’s corporate social responsibility (CSR) (which
includes economic performance as one of its dimensions [33] as the outcome variable. This choice
reflects the understanding that economic performance is integral to a company’s overall social
performance.

Corporate social responsibility (CSR) is structured around managing various stakeholders, not
just shareholders [37]. According to stakeholder theory, companies should strive for social good
beyond basic economic interests, catering to various stakeholders [38]. This study specifically focuses
on employees among these diverse stakeholders. Employees are the agents responsible for
performing CSR activities; therefore, there is a need to improve their organizational commitment and
citizenship behavior [39].

According to the resource-based view, employees are crucial stakeholders who directly
influence organizational performance and survival and are a significant source of competitive
advantage within the organization [40]. Previous studies have indicated that positive perceptions of
CSR activities are associated with desirable attitudes and behaviors among employees [41]. To
explore strategies for developing and utilizing human resource management systems that enhance
organizational competitiveness and performance, examining how employees respond to the
increasingly important aspect of CSR within companies is essential. Therefore, there is a need to study
how employees perceive CSR activities based on the company’s human resource management
systems.

2.3. The Relationship between the Perception of a High-Performance Work System and the Perception of
Corporate Social Responsibility (CSR)

The impact of individual-level high-performance work systems (HPWSs) on organizational
performance can be explained using AMO theory (Ability, Motivation, and Opportunity) [42].
According to AMO theory, human resource management systems enhance employees’ abilities,
motivate voluntary effort, and offer opportunities to utilize skills and knowledge, which leads to
improved performance [43-44]. Consequently, HPWSs have a positive impact on organizational
performance.

Previous studies have utilized outcomes such as employee engagement [45], job performance
[5-9], organizational citizenship behavior [46-47], and job satisfaction [37, 48] at the individual level
as dependent variables for HPWSs. The majority of the previous research on individual-level HPWS
perception has demonstrated a positive relationship between HPWS perception and organizational
performance [5, 8, 49]. These studies indicate that the positive perception of HPWSs then positively
influences organizational performance.

Addressing human resource management systems alongside corporate social responsibility
(CSR) is crucial. From the recruitment perspective of human resource management systems, job
seekers tend to prefer companies with high CSR activities [50-51]. Companies with strong CSR
activities can attract top talent, giving them a competitive advantage in talent acquisition [52].



Preprints.org (www.preprints.org) | NOT PEER-REVIEWED | Posted: 10 April 2024 d0i:10.20944/preprints202404.0694.v1

Regarding motivation and development within human resource management systems, a
positive perception of CSR positively impacts employees’ organizational engagement [53, 54].
Additionally, it influences individuals’ perceptions of the importance of their work in society and
their awareness of social justice [47]. Therefore, a company’s CSR activities can positively influence
employees’ motivation and attitudes.

Although there is limited research on the relationship between human resource management
systems and a firm’s social fitness, some studies suggest a positive link between corporate
management and social performance [55]. Research by [56] indicated that companies effectively
utilizing delegation practices are more likely to achieve better non-financial performance such as
“customer satisfaction, customer retention, and learning and growth.”

[57] argued that companies pursuing dedication-oriented human resource management
systems- which refers to a set of methods and skills that aims to develop a company's human capital,
enhance the skills of professionals, manage behaviors, and take advantage of the talents present in
the workforce- perform better in financial and non-financial aspects. Additionally, a study by [36]
showed that high-performance work systems positively impact a company’s social performance.

Based on these prior studies, it can be inferred that the perception of high-performance work
systems positively influences the perception of a company’s social responsibility (CSR). Therefore,
Hypothesis 1 is formulated as follows:

H1. The positive perceptions of a high-performance work system positively impact the perceptions of a
company’s social responsibility (CSR).

2.4. Moderating Effect of a Positive Diversity Climate

This study adopted a positive diversity climate as an environmental variable to examine its
impact on the relationship between human resource management systems and social performance.
Diverse organizational members possessing various skills, experiences, cultural dimensions, and
values contribute to the organization’s capabilities [58]. Managing diversity well is essential to
enhance the positive aspects of employees. Recent trends in diversity management emphasize the
importance of diverse environments. According to research by [59], a good relationship between
human resource management systems and organizational performance is achieved by establishing
an appropriate organizational culture. Therefore, emphasizing the importance of organizational
culture and creating a climate conducive to the effective application of human resource management
systems plays a crucial role in organizational performance.

In an organization, climate refers to the atmosphere that the members perceive based on the
organization’s practices, procedures, and rewards [60]. The climate emphasizes the members’
perception of the environment rather than the environment itself [61]. When organizational members
perceive the culture or climate as embracing diversity to some extent, this indicates that the
organization values their contributions [62]. This perception influences organizational members’
attitudes, behaviors, and performance [63]. Therefore, a positive diversity climate refers to the shared
perception of organizational members, human resource management systems, and the organizational
atmosphere that it is important to increase the representation of diverse groups within the
organization and to ensure that diverse organizational members are fairly selected and evaluated
based on their abilities [64].

The human resource management system influences attitudes, behaviors, and organizational
performance through the climate perceived by employees [65-67]. Some prior studies have argued
that ethical human resource management is crucial, as it treats employees with dignity, avoids
discrimination based on diversity factors (such as sex, age, and regular/irregular employment), and
ensures fair compensation. Organizations practicing ethical human resource management gain
support from their members and other stakeholders, enabling long-term survival [68]. Additionally,
the individual-level psychological climate reflects the interaction between individual perceptions of
the social structure and the organizational context [69]. This psychological climate helps determine
the appropriate behavior within a given environment and serves as a guideline for forming
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organizational members’ normative and organizational goal-directed behaviors [70]. Therefore, an
organization rooted in a positive diversity climate characterized by active and open communication
provides opportunities for organizational members to improve their performance. Previous research
has shown that a positive diversity climate positively impacts companies [71], as employees can be
evaluated based on their efforts and dedication without unfair discrimination. Hence, a positive
diversity climate influences individual behaviors such as job satisfaction and organizational
commitment, and it enhances individual productivity [64].

Based on these previous studies, a positive diversity climate is expected to moderate the
relationship between the perception of the high-performance work system (HPWS) perception and
the perception of corporate social responsibility (CSR). Therefore, Hypothesis 2 is proposed as
follows:

H2. A diversity climate moderates the relationship between the perception of the high-performance work system
(HPWS) and the perception of corporate social responsibility (CSR). Specifically, the influence of a positive
perception of HPWS on the perception of CSR is strengthened when the diversity climate is also positive.

The above hypotheses can be summarized as shown in Figure 1.

Diversity Climate

H2

High-Performance H1 ‘L Corporate‘ S-O-cial
Work Systems Responsibility

Figure 1. Study model.
3. Research Methodology

3.1. Sample Collection and Characteristics

This study conducted an online survey targeting regular employees working in domestic
companies in Jordan. A total of 224 questionnaires were collected, and 10 incomplete responses were
excluded from the analysis. Considering the practical challenges in measuring the corporate social
responsibility (CSR) activities of small-scale companies in the domestic context, which includes a lack
of clear measurement standards and indicators, lack of financial and human resources for the
implementation and monitoring of CSR, and difficulty in ensuring responsibility and transparency
in CSR activities, organizations with fewer than 150 employees were excluded. Hence, a total of 175
completed questionnaires were utilized for the analysis.

The respondents’ characteristics are shown in Table 1.

Table 1. Respondents’ characteristics.

; ) Number of
Demographic Variable Category Individuals Percentage
Sex “Male” 105 60.00
“Female” 70 40.00
“20 to less than 30” 31 17.71
Age “30 to less than 40” 58 33.14
“40 to less than 50” 53 30.29

“50 and above” 33 18.86
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Education level “Secondary school” 8 4.57
“Diploma” 15 8.57
“Bachelor’s” 102 58.29
“Master’s” 40 22.86
“Ph.D.” 10 5.71
“0 to less than 5 years” 20 11.43
“5 to less than 10 years” 48 27.43
Experience “10 to less than 15 years” 40 22.86
15 to less than 20 years” 46 26.28
“20 years or more” 21 12.00
“Manufacturing” 55 31.43
“TT/telecommunication” 15 8.57
Organizational sector “Finance” 28 16.00
“Distribution/service” 63 36.00
“Other industries” 14 8.00
175 100.00

3.2. Measurement of Variables

All variables used in this study were measured using a 5-point Likert scale (1 = strongly disagree;
5 = strongly agree).

3.2.1. Perception of a High-Performance Work System

The perception of a high-performance work system refers to employees’ perception of the
human resource management system that aims to enhance employees’ capabilities, motivation,
participation, and opportunities in order to improve organizational performance. In other words, it
measures how employees perceive the high-performance work systems within the company. The
measurement was adapted from the works of [72-74], consisted of a total of 17 items, including
specific statements such as “I believe our company recruits employees through a very extensive
selection process”, “I participate in various training programs”, “I think promotions are often
determined by seniority”, “My performance evaluation is thoroughly conducted based on
quantifiable results”, and “I am actively encouraged to participate in decision-making processes”,
among others. An exploratory factor analysis (EFA) was conducted to validate the construct based
on the 17 survey items. Principal component analysis with Kaiser Normalization and Varimax
Rotation was applied. After the factor analysis, seven items that did not load onto the expected factors
were excluded. These items included “I believe that there is an emphasis on employees' long-term
potential in selection and placement”, “I think there are few opportunities for insider promotion (R)”,
“My job rotated regularly”, “My evaluation focuses on medium to long-term performance and team
achievements”, “My salary is closely linked to both individual and team performance”, and “I believe
there is a significant difference in individual salaries based on performance, even for the same job.”

A confirmatory factor analysis (CFA) was performed on the remaining 11 items loaded onto
three factors (perception of CSR, climate of diversity, and perception of HPWS). The results showed
that the model fit the data well, with x2=73.084, df =41, CF1=0.95, GFI=0.91, TLI=0.93, and RMSEA
= 0.07, meeting the required standards.

The reliability coefficient (Cronbach’s a) for the final 11 items constituting the perception of
high-performance work systems was 0.91. Explaining the relationship between human resource
management practices and individual performance is challenging. Moreover, this study aimed to
conceptualize the perception of high-performance work systems as a single-dimensional construct.
To confirm the suitability of conceptualizing the perception of high-performance work systems as a
single dimension, a second-order confirmatory factor analysis (CFA) was conducted by integrating
the three sub-factors constructed in the first-order CFA. The results, with x2=73.011, x?/df = 1.79, CFI
=0.95, GFI = 0.92, TLI = 0.94, and RMSEA = 0.07, indicated a good fit to the data. Notably, NFI was



Preprints.org (www.preprints.org) | NOT PEER-REVIEWED | Posted: 10 April 2024 d0i:10.20944/preprints202404.0694.v1

0.93, suggesting that the improvement in the research model from the null model was 93%, indicating
a good fit.

3.2.2. Diversity Climate

A positive diversity climate is defined as the shared perception among organizational members
that encourages the inclusion of all members and is characterized by the fairness of the organization’s
human resource practices [64]. It assesses how policies and procedures within an organization are
perceived as fair and inclusive from the perspectives of fairness and inclusivity. This study’s
measurement of the diversity climate was based on 10 items used in the studies by [75] and [76],
which inherently encompass fairness and inclusivity. Specifically, the items included statements such
as “I believe I am treated fairly based on my abilities, regardless of my diversity factors (gender, age,
region, recruitment path, etc.)”, “Our company managers provide fair feedback and evaluations to
employees regardless of their diversity factors (gender, age, region, recruitment path, etc.)”, and “Our
company managers apply personnel policies and regulations fairly to all employees”.

An exploratory factor analysis (EFA) was conducted to validate the measurement using the ten
survey items. After the factor analysis, the item “The ““old boys network” is alive and well here” with
a factor loading below 0.5 was removed. The reliability analysis of the remaining nine items resulted
in a Cronbach’s alpha coefficient of 0.93, indicating a high level of reliability.

3.2.3. Perception of Corporate Social Responsibility

The perception of corporate social responsibility (CSR) refers to the awareness of an
organization’s responsibility, beyond profit-seeking, to comply with legal regulations, contribute to
society through ethical actions, and ensure positive environmental decisions and behaviors. This
definition is based on the conceptualization of organizational responsibility provided by [77]. The
measurement items were adapted from the questionnaire of corporate social responsibility
developed by [78-80]. A total of 18 items were utilized to assess this perception. Specifically, the items
included statements like “Our company has been successful in maximizing profits”, “Our company’s
management makes efforts to comply with the law”, “Our company has ethical standards that
encompass all issues”, and “Our company provides diverse training programs for employees who
seek education”. To ensure validity, an exploratory factor analysis was conducted, and the 4 items
that did not load onto the expected factors or had factor loadings below 0.5 were excluded from the
analysis. These items included “Our company supports local sports and cultural activities”, “Our
company behaves as a good corporate citizen”, “Our company provides high quality products and
services”, and “Our company aims to improve productivity continuously”.

The reliability coefficient (Cronbach’s a) for the final 14-item perception of a corporate social
responsibility was 0.93. A confirmatory factor analysis (CFA) was conducted on the 14 items loading
onto two factors. In previous studies, corporate social responsibility (CSR) variables were divided
into four sub-dimensions: economic responsibility, legal responsibility, ethical responsibility, and
philanthropic responsibility. However, in this study, they loaded onto the aforementioned factors. A
second-order confirmatory factor analysis was performed to confirm whether measuring CSR
perception with these four factors as a single dimension was appropriate. The results were x2=168.52,
x¥/df = 2.18, CFI = 0.92, GFI = 091, TLI = 0.93, and RMSEA = 0.08, meeting the required criteria.
Moreover, the NFI was 0.89, indicating an improvement of 89% over the null model and confirming
the suitability of the single-dimension measurement of CSR perception.

Table 2 summarizes the confirmatory factor analysis results of the abovementioned study
variables.
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Table 2. Results of confirmatory factor analysis.
Standardized Average Variance Construct
Constructs Items Regression Extracted (AVE) Reliability
Coefficients (CR)
HPWS 1 0.72 ***
HPWS 2 0.74 ***
HPWS 3 0.86 ***
HPWS 4 0.78 ***
. . HPWS 5 0.77 ***
Perception of High-  — 151y57g 0.84 **+ 0.60 0.91
Performance Work System
HPWS 8 0.86 ***
HPWS 14 0.78 ***
HPWS 15 0.79 ***
HPWS 16 0.77 ***
HPWS 17 0.74 ***
DC4 0.86 ***
DC3 0.88 ***
DC2 0.85 ***
DC1 0.87 ***
Diversity Climate DC5 0.81 *** 0.77 0.93
DC6 0.75 ***
DC7 0.81 ***
DC9 0.83 ***
DC 10 0.85 ***
CSR 3 0.74 ***
CSR 2 0.78 ***
CSR1 0.82 ***
CSR 17 0.71 ***
CSR 16 0.75 ***
CSR 15 0.77 ***
. . ... CSR14 0.79 ***
Corporate Social Responsibility CSR 12 0.8 0.65 0.93
CSR 11 0.83 ***
CSR 9 0.81 ***
CSR 8 0.71 ***
CSR7 0.77 ***
CSR 6 0.81 ***
CSR 18 0.79 ***
“Notes: (1) N = 175, ** p < 0.001. (2) Standardized regression coefficients in AMOS 24 output represent factor

loadings.”.

3.2.4. Control Variables

This study was designed at the individual level. Demographic variables mainly related to
individual characteristics were included as control variables, along with organizational-level control
variables to control for response bias. The control variables related to individual characteristics
included sex, age, education level, tenure, and job position. Sex was dummy-coded as 0 for male and
1 for female. Age was categorized as (1) 20s, (2) 30s, (3) 40s, and (4) 50s or above. Education level was
divided into (1) high school graduate, (2) diploma degree, (3) Bachelor’s degree, (4) Master’s degree,
and (5) doctoral degree. Tenure was categorized as (1) one year or more but less than five years, (2)
five years or more but less than ten years, (3) ten years or more but less than fifteen years, (4) fifteen
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years or more but less than twenty years, and (5) twenty years or more. Job position was classified as
(1) managerial, (2) research/development, (3) sales, (4) service, (5) production/technical, and (6) other.
Additionally, industry was included as an organizational-level control variable. The industry was
dummy coded as 1 for manufacturing and 0 for non-manufacturing.

3.3. Assessment of Common Method Bias

In this study, variables were examined at a specific point in time. Harman'’s single-factor test
was conducted to assess the potential issue of common method bias [81]. All variables were set as a
single factor, and the results of the unrotated factor analysis showed that the total variance explained
was less than 50% (44.21%), indicating no significant concerns regarding common method bias.

3.4. Analysis Method

The validity of the measurement tools used in this study was verified through a confirmatory
factor analysis using AMOS 24.0, while reliability and hypothesis testing were conducted using SPSS
21.0. To examine the relationship between the perception of high-performance work systems and
performance based on the diversity climate, the variables were analyzed using mean centering to
minimize multicollinearity issues that could arise while verifying interaction effects [82]. Correlation
analysis and hierarchical regression analysis were performed by calculating the mean values of each
variable.

4. Empirical Analysis Results

4.1. Correlation Analysis

A correlation analysis was conducted to examine the means, standard deviations, and
correlations of the variables. The correlation analysis included five individual-level control variables,
one organizational-level control variable, and three variables measured through the confirmatory
factor analysis. Among the control variables, sex and industry were dummy coded for measurement.
The “means, standard deviations, and correlation coefficients” among the variables are presented in
Table 3. The correlation analysis revealed significant positive correlations among the perceptions of
the high-performance work system, corporate social responsibility (CSR), and diversity climate
variables.

Table 3. Descriptive statistics and correlations among variables.

Mean Jtandard 2 3 4 5 6 7 8 9
Deviation
1.
Sex 013 032 1
Dummy
2. Age 2.74 0.81 -0.25 ** 1

3. Education  2.98 069 -014* 0.21* 1

4. Occupation 1.92 1.63  019* -0.15** -0.23* 1
5. Years of

Experience

4.11 1.08 -0.10* 0.39* -0.07 -0.09 1

6.Industry 49 043 004 -006 -014* -002 001 1
Dummy
7. HPWS
Perception
8. Diversity
Climate

9. CSR

Perception

3.64 0.79 -0.10 013 0.17* -0.16* 0.05 0.09 1

3.49 0.88 -0.14* 0.05 011 -0.11 0.02 012 0.81* 1

3.91 0.69 -0.06  0.09 0.13 -0.08 0.05 0.17* 0.79* 0.85* 1
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“Notes: 1: N =175, * p <0.05, ** p < 0.01. 2: 1. Sex: female (1); male (0) 2. Age: 20s (1), 30s (2), 40s (3), 50s or above
(4) 3. Education: high school graduate (1), diploma degree (2), Bachelor’s degree (3), Master’s degree (4), doctoral
degree (5) 4. Occupation: managerial (1), research/development (2), sales (3), service (4), production/technical
(5), other (6) 5. Tenure: (1) one year or more but less than five years, (2) five years or more but less than ten years,
(3) ten years or more but less than fifteen years, (4) fifteen years or more but less than twenty years, and (5)
twenty years or more 6. Industry: manufacturing (1), non-manufacturing (0).”.

4.2. Hypotheses Testing

The relationship between the perception of the high-performance work system (HPWS) and the
perception of corporate social responsibility (CSR) and the moderating effect of the diversity climate
was examined using hierarchical regression analysis. In the first step, the control variables were
entered. In the second step, the independent variable, HPWS perception, was entered. The
moderating variable, the diversity climate, was included in the third step. Finally, the interaction
term between HPWS perception and the diversity climate was added in the fourth step. To prevent
multicollinearity due to the inclusion of interaction terms, mean centering was applied to the
independent and moderating variables before creating the interaction terms [83]. The results of the
hierarchical regression analysis are presented in Table 4. The results show that HPWS perception
significantly and positively influenced CSR perception (f = 0.69, p < 0.001), supporting Hypothesis 1.
Additionally, the moderating effect of the diversity climate was positively significant (3 = 0.09, p <
0.10), supporting Hypothesis 2.

Table 4. Hierarchical regression analysis results for corporate social responsibility (CSR) perception.

Perception of Corporate Social Responsibility (CSR)

Model 1 Model 2 Model 3 Model 4
(Constant) (0.39) (0.28) (0.23) (0.23)
Sex -0.04 (0.13) -0.2 (0.09) 0.7 (0.08) 0.7 (0.08)
Age -0.03 (0.07) -0.04 (0.08) -0.02 (0.06) -0.02 (0.06)
Educational Level 0.15 (0.09) * 0.03 (0.06) 0.03 (0.07) 0.03 (0.07)
Occupation -0.03 (0.05) 0.04 (0.02) 0.01 (0.03) 0.01 (0.03)
Years of Experience 0.08 (0.06) 0.05 (0.04) 0.06 (0.02) * 0.07 (0.02) *
Industry 0.15 (0.09) * 0.08 (0.05) 0.04 (0.07) 0.06 (0.08)
High-Performance
Work System 0.69 (0.004) *** 0.24 (0.008) *** 0.23 (0.008) ***
Perception (HPWS)
Diversity Climate - .
(DC) 0.59 (0.06) 0.61 (0.06)
HPWS x DC 0.09 (0.05) +
R? 0.07 0.49 0.67 69
AR? 0.07 0.44 0.13 0.02
F 1.89 * 29.810 *** 54.890 *** 49.318 ***

“Note: (1) N =175, *p <0.10, * p <0.05, *** p <0.001. All values are standardized regression coefficients () and
unstandardized coefficients with standard errors.”.

Based on these results, the moderating effect of the diversity climate was further examined and
is presented in Figure 2. Upon analyzing the graph, it can be observed that, in groups with high levels
of high-performance work system (HPWS) perception, the positive relationship between HPWS
perception and corporate social responsibility (CSR) perception was significantly strengthened due
to the moderating effect of the diversity climate. However, in cases where HPWS perception is low,
the diversity climate moderating effect appeared weak. This indicates that, from the perspective of
employees’ perceptions, both human resource management practices and the organizational climate
are environmental factors provided by the organization. Consequently, groups of individuals within
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an organization who perceive these practices and the climate as inclusive and respectful are likely to
have a positive evaluation of the organization.

8

Two

- —e—LowDC

—=—High DC
2 /
0

Low HPWS High HPWS

Figure 2. The moderating effect of a positive diversity climate.

5. Discussion

The results revealed that employees’ perceptions of HPWS positively influence their perceptions
of the organization’s CSR. This finding aligns with that of prior research, including the analysis by
[36], which showed that high-performance work systems positively impact a company’s social
performance. According to the literature, high autonomy, the delegation of authority, and
participation in the decision-making process are aspects of high-performance work systems that
motivate people to be more responsible and increase their perception of the positive side of CSR
activities.

Furthermore, this research revealed that a positive diversity climate enhances the positive
relationship between employees” perceptions of HPWS and their perceptions of CSR, strengthening
the impact of HPWS on CSR perception among organizational members. These results imply that
perceptions of high-performance work systems vary depending on individual characteristics.
Corporate members with a positive diversity climate experience a stronger improvement in social
performance due to the implementation of high-performance work systems compared to those in
organizations with a negative diversity climate. Therefore, even with similar social stimuli,
organizational members can interpret and attribute meanings differently, leading to differences in
attitudes or behaviors among individuals. This aligns with the principles of social cognitive theory
[23].

The implications of these study results are as follows: Firstly, previous studies have established
that high-performance work systems contribute to organizational success by achieving economic
outcomes [2]. This study reinforces this understanding by demonstrating that, when employees are
aware of the high-performance work systems implemented within their organization, it enhances
economic performance and increases their recognition of social performance, specifically the
organization’s corporate social responsibility (CSR). These results suggest the potential of high-
performance work systems to serve as a sustainable human resource management system, enhancing
both economic and social outcomes.

Secondly, this study examined the diversity climate as a situational variable within the context
of research on human resource management systems. This approach holds significant meaning, as it
meticulously investigates the institutional effectiveness of high-performance work systems,
expanding the research scope within human resource management systems. Research concerning
organizational situational variables is limited in studies investigating the effective implementation of
high-performance work systems [84-86]. This study, however, emphasizes the importance of the
organizational climate as a crucial situational variable from a contextual perspective within the realm
of strategic human resource management systems. It demonstrates that when employees perceive a
high-performance work system as fostering diversity, their recognition of the organization’s
corporate social responsibility (CSR) is elevated. A climate within the organization that embraces
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diversity respects its members’ values; maximizing human resources’ potential is essential in today’s
intricate organizational settings. Therefore, practitioners in enterprises should work toward
achieving an inclusive and fair organizational climate, specifically enhancing the diversity climate.
This improvement would enable employees to foster positive attitudes, ultimately ensuring the
organization’s efficient operation of human resource management systems.

Lastly, this study highlights the role of a positive diversity climate in enhancing social
performance. It was observed that a high-performance work system positively influences corporate
social responsibility (CSR). When there is a positive diversity climate, the positive impact of the
relationship between high-performance work systems and CSR is even higher. This underscores the
importance of a fair and inclusive climate, specifically a positive diversity climate, as it is a significant
factor in enhancing a company’s social performance. Social performance variables within
organizations are crucial in contemporary research emphasizing sustainable management.
Sustainable management signals stakeholders about a company’s concern for environmental and
social issues, gaining their support [87]. In the current context, where sustainable management is
recognized as vital for a company’s long-term development, introducing sustainable human resource
management systems is essential. Hence, it is suggested that companies consider a positive diversity
climate, characterized by fairness and inclusivity, as a critical factor in shaping their sustainable
human resource management systems.

While this study provides valuable insights into the relationship between high-performance
work systems, CSR perception, and the moderating effect of the diversity climate, certain limitations
should be acknowledged. First and foremost, this study focused on large Jordanian companies with
300 or more employees. Therefore, the findings might not directly apply to smaller enterprises or
companies in different cultural contexts.

Secondly, this study used self-reported data, which could introduce response and social
desirability biases. Thus, future studies could benefit from employing diverse methods, such as
qualitative interviews or observations, to triangulate the findings.

Additionally, this study primarily examined the relationships at a specific point in time.
Therefore, longitudinal studies could provide a more comprehensive understanding of how these
relationships evolve over time and whether the observed effects remain consistent.

Furthermore, while the present study focused on high-performance work systems and the
diversity climate as key variables, other contextual factors within organizations, such as leadership
styles or organizational culture, must be thoroughly explored. Future research could delve deeper
into these aspects to gain a more holistic perspective.

Lastly, this study concentrated on the perceptions and attitudes of employees. Incorporating the
perspectives of other stakeholders, such as customers, shareholders, or community members, could
provide a more comprehensive view of an organization’s social performance.

By addressing these limitations, future research could explore the nuanced dynamics of high-
performance work systems, the diversity climate, and CSR across various organizational sizes,
industries, and cultural backgrounds. Additionally, investigating the impact of different contextual
variables and involving multiple stakeholders could further enrich the understanding of these
complex relationships.

6. Conclusions

This study investigated the impact of high-performance work systems (HPWSs) on social
performance among Jordanian companies with 300 or more employees. Specifically, this research
explored how employees’ perceptions of HPWS influence their perceptions of corporate social
responsibility (CSR) within the company. Additionally, this study analyzed the moderating effect of
a positive diversity climate on this relationship. The results show that there is a positive relationship
between the perception of high-performance work systems and the perception of a company’s CSR.
Furthermore, this study found that a positive diversity climate could enhance the positive
relationship between the perception of high-performance work systems and a company’s CSR. These
findings suggest that high-performance work systems can contribute to the development of
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sustainable human resource management systems, and a positive diversity climate is essential in
shaping sustainable human resource management systems within organizations.
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Appendix A
The Study Questionnaire
A. Perception of High-Performance Work Systems practices
“I believe our company recruits employees through a very extensive selection process.”
“I participate in various training programs.”
“I think promotions are often determined by seniority.” (R).
“My performance evaluation is thoroughly conducted based on quantifiable results.”
“] am actively encouraged to participate in decision-making processes.”
“I regularly complete mandatory education/training programs.”
“I have a clear career development plan.”

“I am empowered to make decisions across tasks.”

o0 N G LD =

“I have the opportunity to actively propose improvement ideas.”

—_
i

"I experience an atmosphere of open exchange of opinions."

—_
—_

“My performance evaluation includes feedback for future competency enhancement and
career development.”
B. Perception of Diversity Climate
1. “I believe I am treated fairly based on my abilities, regardless of my diversity factors
(gender, age, region, recruitment path, etc.).”
2. “Our company managers provide fair feedback and evaluations to employees regardless of
their diversity factors (gender, age, region, recruitment path, etc.).”
“Our company managers apply personnel policies and regulations fairly to all employees.”
“Our company managers have a track record of hiring and promoting company members
objectively regardless of their race, sex, religion or age.”
5. “Our company managers here make promotion and tenure decisions fairly, regardless of
such factors as the company member’s race, sex, age, or social background.”
“Our company managers apply personnel policies and regulations fairly to all employees.”
“Our company managers encourage the formation of company members’ network support
groups.”
8. “There is a mentoring program in use here that identifies and prepares all company
members for promotion.”
9. “The company spends enough money and time on diversity awareness and related training.”
C. Perception of Corporate Social Responsibility Activities
1. “Our company has been successful in maximizing profits.”
2. “Our company’s management makes efforts to comply with the law.”

3. “Our company has ethical standards that encompass all issues”
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“Our company provides diverse training programs for employees who seek education”

“Our company communicates honestly to consumers about its products and services”

“Our company seeks to comply with all laws regulating hiring and employee benefits”

4

5

6. “Our company policies encourage the employees to develop their skills and careers”

7

8. “Our company seeks to reduce the pollution emissions and the production of residuals”
9

“Our company always pays its taxes on a regular and continuing basis”
10. “Our company takes care of the natural environment beyond what is required by law”
11. “Our company does everything it can do to satisfy customers”
12. “Our company always does what is ethically correct”
13. “Our company motivates employees to separate and set out waste to recycle”

14. “Our company has been successful in developing the community”
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