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	Abstract

Organizational resilience refers to the organizational ability to plan and implement sustainable measures to ensure long-term survival and growth after anticipating forthcoming challenges from multidimensional environmental sources. Such anticipatory and practical responses most often depend on the creativity of the employees. When an organization deploys HPWS, employee self-efficacy rises and may result in more creative solutions. Moreover, it is widely accepted that employees' capacity to transfer knowledge into actions boosts their self-efficacy and creativity. This research has formed a moderated mediation framework based on the attitude-behavior-context (ABC) model to examine the relationship between HPWS and organizational resilience, where employee self-efficacy mediates the link between HPWS and employee creativity, and knowledge transfer capacity moderates the relationship between HPWS and employee self-efficacy. Furthermore, the study tested whether employee creativity has a subsequent impact on organizational resilience. Data are collected using a structured questionnaire from front desk managers working in courier companies engaged in parcel delivery service. The snowball sampling method was applied to gather 216 valid responses after distributing 400 questionnaires. The appropriateness of the SEM model is confirmed by confirmatory factor analysis and testing the measurement model using the SmartPLS 4.1.02 version. The study finds that HPWS significantly relates to employee creativity and employee self-efficacy, whereas employee self-efficacy has no significant mediating role in the relationship between HPWS and employee creativity. Besides, employee knowledge transfer capacity has also failed to moderate the relationship between HPWS and employee self-efficacy. Finally, the study has found a significant relationship between employee creativity and organizational resilience. The findings will attract future researchers to investigate moderating and mediating factors in the stated relationships. Besides, corporations will be more careful in administering HPWS to increase employee self-efficacy, employee creativity, and maintain resilient behavior.


1.0 Introduction

Due to the complex and unpredictable business environment, business firms face incessant and intense confrontations with traditional and non-traditional rivals (Al-Ajlouni, 2021). Macroenvironmental facets, for instance, economic and financial crises, changes in consumer preferences, technological upliftment, aggressive mergers, sudden environmental calamities, and other unexpected contingencies, shrink organizational capabilities to grow and achieve sustainability of enterprises in developing countries (Gini 2023; Khan et al., 2023). Besides the external forces, many internal drivers, like inadequate business planning, continuous research, innovation, and poor governance, also stimulate the failure of startups and SMEs (Nhete, 2025; Bharath, 2024). Recent studies have profoundly unveiled the role of organizational resilience in molding and predicting business success while facing challenges from both internal and external factors (Garrido-Moreno et al., 2024; Evenseth et al., 2022; Beuren et al., 2022). Subsequently, researchers have prudently attempted to identify and explain diversified components and structures to achieve organizational resilience (Wang et al., 2023; Liu et al., 2021; Morales et al., 2019). Scholars suggested ensuring operational, supply chain, and information resilience to develop a sustainable firm with complete organizational resilience (Kerr, 2016). In addition, different dimensions of organizational resilience, such as cognitive, behavioral, and contextual resilience, need to be combined at individual, group, and organizational levels to form and enhance organizational resilience (Ma et al., 2018). 

This paper assumes a favorable inclination among structured HR practices with leadership, influential cultures, and organizing capability because historically researchers have exhibited a positive force of planned HR practices on leadership, cultures, and managing dexterity that can substantially predict organizational resilience (Imran et al., 2020; Shahriari & Allameh, 2020, Dastmalchian et al., 2020). Often, the bundle of interconnected HR practices coherent with management policies produce a competitive position over rivals and widely termed as a high-performance work system (HPWS) (Shahriari & Allameh, 2020; Al-Ajlouni, 2021). HPWS is a set of HR practices that accelerate employee behavior and boost organizational performance, according to strategic human resource research scholars (Hauff et al., 2022). 
Historically, HR scholars have purposefully pointed to analyze multifaceted HR variables and applied those in disciplinary and interdisciplinary research fields (Hauff et al., 2022, and Li et al., 2022). Moreover, A pool of prior scholars has suggested to incorporate other constructs to explain organizational resilience in business contexts (Morales et al., 2019; Pathak & Joshi, 2021; Núñez-Ríos et al., 2022). After addressing the gap in the prior literature, this study plans to contribute theoretically and propose a moderated mediation model, as well as introduce different moderators and mediators to investigate the connection between high-performance work systems and organizational resilience. However, Al-Ajlouni (2021) has shown the significant impact of high-performance work systems both on individual and organizational grounds. On this note, this study fits employees’ personal properties, such as self-efficacy, creativity, and absorption capacity, in the model to illustrate mediating and moderating impact in the direct relationship between high-performance work systems and organizational resilience. Subsequently, the model becomes more complex and pragmatically explains all the direct and indirect relationships between high-performance work systems, organizational resilience, employees’ self-efficacy, creativity, and absorption capacity. 

Due to the advanced transportation system, entrepreneurs have extended their endeavors to distant geographic locations which was historically impossible to imagine. Consequently, the human race has dispersed to wide locations of the globe as well as domestic territory. Hence, global and local parcel delivery systems through courier companies have emerged as a savior by delivering household and business parcels to remote places. Therefore, the importance of parcel delivery services has soared irrespective of developed and developing. 

Moreover, in the twenty-first century, the emergence and spread of e-commerce have transformed traditional brick-and-mortar shops into online-equipped virtual shops, that have undisputedly magnified the necessity of parcel delivery services (Nogueira, 2024; Orenstein and Raviv, 2022, Cortes & Suzuki, 2022). Hence, the last-mile delivery industry has witnessed notable growth as a chain consequence (Nogueira, 2024; Nagadeepa, 2024; Zhu, 2023). With the emergence of the COVID-19 pandemic, consumers have expressed a remarkable shift in their buying attitude, mostly led by online shopping instruments (Libo-on, 2021). All the mentioned shards of evidence have remarkably pointed to the surge in the parcel delivery industry. Scholars have already addressed the role of courier services and studied this industry, but the majority of them were interested in the quality of service, customer satisfaction, and other customer-related factors and perspectives, and reported that more researches are required in this field (Ho et al., 2012; Libo-on, 2021; Rajendran, 2021). Ho et al (2012) mentioned the quality of personnel as one of the key factors for rendering satisfactory services to customers. Besides, Putri and Syah (2023) emphasized HPWS and positively explained employee creativity and performance through HPWS. However, projecting the suggestions of previous researchers, this paper has applied the developed model to the last-mile parcel delivery service industry of the capital city of Bangladesh because urbanization and post-pandemic demands have boosted the industry's growth. In short, this study is designed to blend HR aspects and organizational perspectives, such as HPWS, and individual employee perspectives, such as employee self-efficacy and creativity, to organizational resilience. 

Theoretical Framework
The attitude-behavior-context (ABC) model is a classic framework that explains how targeted behavior of a person depends on attitude, but the attitude is often shaped by the contextual factors. In short, behavior relies on an organism and its environment (Stern 2000). Therefore, this study assumes employees’ behavior is the interaction of multidimensional contextual factors, even though it can only be predicted through their attitude. However, such a model can accommodate a wide array of contextual components; for instance, individual factors, social factors, external and internal environmental factors, physical and psychological constraints or motivations, political, legal, and geographic factors, etc.; in its framework to explain behavior, and those multiple factors may have greater chances to express reciprocal relationships. Besides, an attitude refers to private beliefs, norms, prejudices, and a predisposition of an organism toward some contexts. However, the following research model has been developed after analyzing the descriptions of the ABC model.
[image: image2.jpg]Knowledge
transfer

Employee Self-

i Efficacy
capacity A

Organizational

Employee Resilience

creativity




Figure 1: Research Framework.

This study postulates that an organization’s aim to push its resilient behavior can be explained by its employees' creative attitude, but such resilient behavior is also contingent on organizational factors like HPWS and individual factors like employees' self-efficacy and knowledge transfer capacity.   

In detail, when an organization facilitates HPWS and its employees believe in their knowledge-transferring capacity, employees move to acquire self-efficacy. Furthermore, an individual exhibits creative behavior when they possess self-confidence in their efficacy, but their creative behavior and self-confidence are shaped by the bundle of integrated and interrelated HR practices. Eventually, we assume employees’ strong belief in their creative mentality will generate resilient responses in the organization in any competitive and challenging situations.    

Hypothesis Generation: 

High-Performance Work Systems 

Contemporary literature significantly focuses on more synchronized and unified human resource roles, commonly generalized as HPWS, which are strategically designed to ensure maximum employee involvement through organization-facilitated contextual factors (Al-Ajlouni, 2021). According to Boxall (2012), a high-performance work system is not a singleton term; rather, it is a solid combination of three different research aspects. Performance of organization, systematic substance, and work practices are the key forming notions of the unified whole of High-performance work systems. Though organizational performance can be defined from multiple dimensions, the meaning of performance is directly linked to the positive responses from the organization’s members. The HPWS combines multiple interdependent factors to form a unified system that enhances and reforms meaningful responses of the organizational members. Elementally, aspects of work practices in HPWS incorporate many HRM functions, practices, policies, and strategies that are components of the systematic approach and are devoted to accomplishing positive employee response for an organization. HPWS is a collection of sophisticated and collaborative practices related to human resource management that are installed to secure and magnify organizational efficiency through boosting employee enthusiasm and skills as well as displaying more emotional and physical attachment and commitment of an employee to the identity and sustainability of an organization (Jewell et all., 2022).  From the synopsis of prior literature in the HPWS arena, the present study also confirms that integrated practices produce favorable consequences at multiple levels at organizational and individual echelons. 

This study accordingly deploys a wide range of HR practices, for instance- proper job analysis, development and training programs, integrated performance management, employee motivation actions, employee retention, and welfare programs, work-life balance attributes, and benevolent employee relations programs, to test the impact of HPWS on individual employees’ self-efficacy and creativity which subsequently impact on organizational level resilient behavior.

The link between HPWS and employee creativity [HPWS       EC]

Creativity refers to a new outcome in a complex contingency, which is an effect of the beyond-the-box cognitive dexterity of a human being to combine and process historical and current data (Khan et al., 2022).  Employee creativity is considered a private intellectual and cognitive capacity of an employee to support unique comprehension and association of existing business information to pave first-hand and fresh novel solutions in concurrent challenges and problems to achieve sustainability and a competitive edge over the business rivals (Ogbeibu et al., 2018; Khan et al., 2022). According to Al-Ajlouni (2021) each member of an organization is equally liable to come up with viable and innovative ways out of a troublesome event, and HPWS assists employees to acquire advanced performance standards. The researcher also states that onboarding capable talents and preparing them through the planned training and development programs ignites employees to exert a higher echelon of innovation in an idea-generation process. Besides the motivational role, an HR manager provides a feeling of autonomy to employees that leads them to the valley of creativity to sort out the demands of a perplexed business paradigm (Dorenbosch et al, 2005; Jiang et al., 2012). Apart from these, many other historical studies suggest a notable association between the observed and latent variables discussed in this part of the study (Chiang et al.,2015; Tang et al., 2017). From the mentioned discussion, this study has developed the understated hypothesis
H1. Employees show high creativity when the organization ensures HPWS. 

Link between HPWS and employee self-efficacy [HPWS      ESE]

Self-efficacy is widely known as employee confidence and ability to successfully manage assigned job contingencies. Though scholars have affirmed that technical knowledge directly accelerates self-efficacy, some researchers consider self-efficacy as a product of self-knowledge and self-perception of the capacity of job performance (Maria et al., 2021). In addition, self-perception reforms the beliefs, attitudes, and behavior of an employee. Besides, scholars in the HR field have almost coherently defined and explained HPWS irrespective of industrial variances. HPWS has always been deployed in congruence with organizational interior requirements to support organizational overall objectives. HPWS is the wise and deliberate collection of HR practices to magnify employee performance in individual and organizational level. Either a single HR practice or a bundle of HR practices is designed to reengineer workers optimum behaviors and attitudes that confirms meaningful job performance and subsequent organizational strategic goal achievement (Li et al., 2019). Hence, HPWS boosts employee self-efficacy by rejoicing their psychology to exert required attitudes and behaviors in performing certain actions in their job contingencies.  

H2. Employee self-efficacy is high when an organization shows HPWS

Link between Employee self-efficacy and Employee creativity. [ESE → EC]

Self-efficacy is the belief of a person that he or she has the right kind of cognitive and physical ability at the right time and place to complete assigned duties and responsibilities. Challenging responsibilities and situations often demand creative responses from an employee. Previous researchers have reported a significant impact of employee self-efficacy on their innovative behaviors (Jaiswal and Dharr (2015). Slåtten (2014) projected a positive impact of employee self-efficacy on the innovative actions of employees while studying on hospitality industry of southern Norway. Furthermore, Chen and Zhang (2019) also confirmed remarkable affirmative link of creative self-efficacy and employee creativity if employees and organization want to become proactive in the banking industry of China. As a result, this study assumes a similar positive relation between employee self-efficacy and employee creativity.  

H3. Employee self-efficacy positively influences employee creativity. 

The mediating effect of employee self-efficacy on the link between HPWS and employee creativity [HPWS → ESE → EC]

Previous studies have undisputedly accepted the necessity of further research on the relationship between HPWS and employee creativity to unfold the underlying factors (Shin et al., 2018). Considering such suggestions, this paper has attempted to investigate the mediating effect on the relationship between HPWS and employee creativity. Though several variables may have a mediating effect on the link between HPWS and employee creativity, this study has assumed the mediating role of self-efficacy purposively. Recent studies have revealed the mediation and moderation role of self-efficacy on the relationship between HPWS and job satisfaction, HPWS and job performance, and HPWS and entrepreneurial behaviors (Zhang et al., 2023, Phuong, 2022 and Jyoti & Dev, 2016). Besides, some studies have firmly confirmed the mediating role of self-efficacy in the impact of both individual and team-level HPWS on employee innovative capacity and employee creativity (Al-Chawishli et al., 2022 and Ma et al., 2021). In addition to that employee self-efficacy directly mediates the relationship of HPWS and job burnout of nurses in China (He et al., 2021).  Hence, this study has formed the following hypothesis.
H4. Employee self-efficacy mediates the positive relationship between HPWS and Employee creativity.  

The moderating effect of an employee’s knowledge transfer capacity on the link between HPWS and employee self-efficacy [HPWS → KTC → EE]

Jyoti & Dev (2016) have shown the impact of employee self-efficacy on HPWS and job performance. In their study, they also investigated the learning orientation of individual employees. Similarly, Al-Ajlouni (2021) has found a moderating effect on employees’ perspective of taking instructions on the relation of HPWS and employee engagement. Individual perception and capacity to self-learn and adoption of skills has enormous influence on job performance and self-efficacy development. The study of Yáñez-Araque (2017) on the knowledge transfer capacity of an employee has revealed a crucial subconstruct role in explaining the relationship between training and organizational performance as well as training and employee’s innovative capacity. Furthermore, this paper has deliberately introduced knowledge transfer capacity as an exogenous construct and has assumed a probable moderating role of employee knowledge transfer capacity in the relationship between HPWS and employee self-efficacy. Hence, the following hypothesis has emerged in the study.  
H5. The knowledge transfer capacity of an employee moderates the relationship between HPWS and Employee self-efficacy.
The link between employee creativity and organizational resilience.  [EC       OR]

Organizational resilience signifies the coping dexterity of an organization while it faces sudden, undesired situations. Such dexterities include multiple influential facets, such as the creative climate of the organization, employee performance, knowledge management, and organizational innovation (Alias et al., 2019). Generally, organizations purposefully establish a creative climate to magnify the performance of the employees who subsequently take necessary actions against the challenging events (Sihag & Dhoopar, 2023; He et al., 2023). Senbeto and Hon (2020) have affirmed the importance of service innovation to exhibit sufficient organizational resilience in the hospitality industry. Service innovation is the product of employee creativity and productivity. Organizations without creative employees will be unable to provide innovative services to their clients and customers. Primarily, organizations use creative people in order to deal with challenging situations to prove the resilience capacity (He et al. 2023). In conclusion, this study has developed the following hypothesis.


H6. Employee creativity is positively linked to organizational resilience. 
Research Methodology 
This study has adopted a quantitative-deductive causal method that fits the developed research framework because researchers preferred this method while testing systematically developed hypotheses from behavioral responses transferred to numerical data (Alam et al., 2024; Al-Ajlouni, 2021).  In this quantitative deductive research design, numerical data are analyzed through multiple statistical tools to test several hypotheses. For this purpose, responses are accumulated from numerous people at a single point in time, which is most commonly known as the cross-sectional approach of data collection. In addition, a causal method has also been adopted in the study as we have attempted to explain dependent variables through a few independent variables in a multi-level model. 

This study has also employed a structural equation model (SEM) to measure and analyze dimensions and the degree of interrelationship among observed and latent variables. To magnify the efficiency of the SEM model Smart PLS version 4.1.0.2 has been deployed in testing the developed hypothesis. In addition, the study has also applied MS Excel to sort raw data and analyze and present descriptive data.      

Scales and Measures 

Many previous studies on the variables have provided a framework for creating a suitable questionnaire. This study altered items from prior scales for safety and maintained the required reliability and validity. Five variables—latent and observed—make up the questionnaire; two mediate and moderate. 

Moreover, the questionnaire is anchored on a 1-to-5-point Likert scale where point 1 denotes a strongly disagree opinion and point 5 denotes the strongly agree opinion of a respondent. The Likert scale has wide acceptance in social science to gather the most applicable quantitative data for hypothesis testing and is also proficiently applicable to SEM and SmartPLS irrespective of different versions (Sekaran and Bougie, 2016; Awang et al.,2016). Items and constructs are adapted from the following prior studies. 

	Constructs 
	Number of Items 
	Codes
	Sources 

	High-performance work system 
	8
	HPWS1, HPWS2, HPWS3, HPWS4, HPWS5, HPWS6, HPWS7, HPWS8
	Li et al., 2019

	Employee Creativity
	5
	EC1, EC2, EC3, EC4, EC5
	Gong et al., 2009

	Knowledge Transfer Capacity 


	4
	KTC1, KTC2, KTC3, KTC4
	Yáñez-Araque et al., 2017

	Employee Self-Efficacy 
	6
	ESE1, ESE2, ESE3, ESE4, ESE5, ESE6,
	Pathak & Joshi, 2021

	Organizational Resilience 


	9
	OR1, OR2, OR3, OR4, OR5, OR6, OR7, OR8, OR9
	Pathak & Joshi, 2021




Context and sample 

Since 1983, private couriers in Bangladesh have been delivering packages. The business began with three companies, but by 2019, there were 130 private couriers. The Courier Services Association of Bangladesh said that there are now 500 courier companies, up from 130 before the pandemic. As the business grows, service providers are competing more with each other. Parcel delivery service providers face continuous hurdles as clients demand added services. Hence, companies' resilient attitudes result in new technologies and services to satisfy clients. Many startups failed because they failed to deal with enough market share. HR and customer service are very important to the company's survival. This article examined the impact of HPWS, employee self-efficacy, creativity, and knowledge transfer capacity on organizational resilience. 

Around 400 structured questionnaires were distributed to first-line managers working in 15 private courier services in Dhaka. Of the 400 forms, only 260 responses were received, and 216 valid responses were analyzed using statistical tools for further analysis. The study utilized a chain-referral sampling technique to reach the optimum respondents.   

Results 

Traditionally, PLS-SEM investigates the outer and inner models for testing both model fitness and emerging hypotheses. The outer model of SEM is widely accepted as a measurement model, while the inner model is frequently termed as a structural model. 

Measurement Model 

Researchers conduct confirmatory factor analysis (CFA) to ensure both the validity and reliability of the measurement scale used in the measurement model of the SEM analysis. Reliability signifies the internal consistency of the measurements derived from applying the scale used in a model. Scholars often suggest checking Cronbach's alpha and composite reliability to measure reliability. Hair et al. (2017) and Sekaran and Bougie (2016) confirm that the threshold on such a yardstick should not be less than 0.70. In this study, all the constructs successfully pass the cut-off references for the criteria advised by the prior researchers.  The understated table records range of Cronbach alpha and composite reliability of the latent variables are between 0.833 and 0.948 and 0.882 and 0.964, signifying high statistical reliability of the data as well as the scale applied in the study. 

Table 1: Internal consistency, statistical reliability, and convergent validity.

	
	
	Factor loadings
	Cronbach's alpha
	CR
	AVE

	EC
	EC1 <- EC
	0.747
	0.833
	0.882
	0.599

	
	EC2 <- EC
	0.762
	
	
	

	
	EC3 <- EC
	0.787
	
	
	

	
	EC4 <- EC
	0.763
	
	
	

	
	EC5 <- EC
	0.808
	
	
	

	ESE
	ESE1 <- ESE
	0.827
	0.887
	0.914
	0.638

	
	ESE2 <- ESE
	0.781
	
	
	

	
	ESE3 <- ESE
	0.787
	
	
	

	
	ESE4 <- ESE
	0.802
	
	
	

	
	ESE5 <- ESE
	0.762
	
	
	

	
	ESE6 <- ESE
	0.832
	
	
	

	HPWS
	HPWS1 <- HPWS
	0.796
	0.927
	0.940
	0.663

	
	HPWS2 <- HPWS
	0.824
	
	
	

	
	HPWS3 <- HPWS
	0.835
	
	
	

	
	HPWS4 <- HPWS
	0.81
	
	
	

	
	HPWS5 <- HPWS
	0.822
	
	
	

	
	HPWS6 <- HPWS
	0.786
	
	
	

	
	HPWS7 <- HPWS
	0.811
	
	
	

	
	HPWS8 <- HPWS
	0.828
	
	
	

	KTC
	KTC1 <- KTC
	0.841
	0.861
	0.906
	0.706

	
	KTC2 <- KTC
	0.856
	
	
	

	
	KTC3 <- KTC
	0.824
	
	
	

	
	KTC4 <- KTC
	0.840
	
	
	

	OR
	OR1 <- OR
	0.851
	0.948
	0.960
	0.725

	
	OR2 <- OR
	0.853
	
	
	

	
	OR3 <- OR
	0.848
	
	
	

	
	OR4 <- OR
	0.862
	
	
	

	
	OR5 <- OR
	0.858
	
	
	

	
	OR6 <- OR
	0.819
	
	
	

	
	OR7 <- OR
	0.86
	
	
	

	
	OR8 <- OR
	0.842
	
	
	

	
	OR9 <- OR
	0.872
	
	
	


Besides the reliability of the scale, various validities are also crucial to be proved in the measurement model of the study. To confirm content validity, no statistical tool is devised in the report, as experts in the related field refer to no necessity of such tools if previously applied scales have been used in the study. Furthermore, convergent and discriminant validity are extensively examined and reported in the study. Factor loadings of the observed items beyond the minimum cut-off score of 0.60 confirm the successful convergence of the items into the latent constructs (Chin, 1998). In this present study, recorded outer loadings (between 0.746 and 0.869) establish convergent validity. In addition to that, Hair et al. (2017) accords an AVE value of more than 0.50, which confirms the convergent validity, while the AVE score of each construct exceeds the required minimum AVE score.  

At the end of analyzing the measurement model, the difference between constructs seeks further attention from the researcher, and such differences are mostly attributed to discriminant validity. Fornell and Larcker (1981) and Henseler et al. (2015) claim that such validity can be confirmed through the HTMT ratio and the Fornell–Larcker test. The recorded value of the HTMT ratio confirms discriminant validity because the values are less than the maximum score of 0.85. 

Table 2: Discriminant validity through the HTMT ratio

	
	EC
	ESE
	HPWS
	KTC
	OR
	KTC x HPWS

	EC
	
	
	
	
	
	

	ESE
	0.361
	
	
	
	
	

	HPWS
	0.498
	0.59
	
	
	
	

	KTC
	0.323
	0.850
	0.587
	
	
	

	OR
	0.584
	0.643
	0.604
	0.583
	
	

	KTC x HPWS
	0.418
	0.619
	0.700
	0.684
	0.587
	


Furthermore, the Fornell–Larcker test is also evaluated as an efficient criterion for proclaiming discriminant validity. Off-diagonal values of the table are the square root of AVE, and the values should be larger than the corresponding values of its column and row to confirm discriminant validity. 

Table 3: Discriminant validity through Fornell–Larcker 

	
	EC
	ESE
	HPWS
	KTC
	OR

	EC
	0.774
	
	
	
	

	ESE
	0.328
	0.799
	
	
	

	HPWS
	0.450
	0.542
	0.814
	
	

	KTC
	0.283
	0.757
	0.530
	0.840
	

	OR
	0.529
	0.597
	0.572
	0.529
	0.852


Hypothesis Testing and Structural Model. 

In the structural model, hypotheses are either supported or not supported, and such comments are mostly based on the value of t-statistics. Benitez et al. (2020) have recommended that the t-statistic value should be 1.96 as a cut-off threshold for the acceptance of a hypothesis, and the P value must not be beyond 0.05. If the t-statistic scores of the hypotheses are equal to or beyond the reference value, the hypotheses will be considered supported. 

Table 4: Path estimates and hypothesis decision.

	
	Paths
	Beta

(β)
	mean (M)
	Std. Devi.
	T statistic
	P Value
	Decision

	H1
	HPWS -> EC
	0.386
	0.389
	0.075
	5.182
	0.000
	Supported

	H2
	HPWS -> ESE
	0.156
	0.155
	0.071
	2.205
	0.014
	Supported

	H3
	ESE -> EC
	0.118
	0.122
	0.07
	1.690
	0.046
	Not_Supported

	H4
	HPWS -> ESE -> EC
	0.018
	0.02
	0.016
	1.184
	0.118
	Not_Supported

	H5
	KTC x HPWS -> ESE
	-0.085
	-0.085
	0.079
	1.076
	0.141
	Not_Supported

	H6
	EC -> OR
	0.529
	0.536
	0.046
	11.536
	0.000
	Supported


Considering the referred threshold, it is observed that in H1 (employees show creativity when organizations ensure HPWS), there is a significant relationship between HPWS and employee creativity. From the beta value, t-statistic value, and P-value, this study has also found a significant relationship between HPWS and employee self-efficacy. Hence, H2 (Employee self-efficacy is high when the organization shows HPWS) is supported according to the refereed t-statistics. Though the beta value (β = 0.018) and P value (p-value = 0.046) for the factor employee self-efficacy and employee creativity are positive and satisfactory, the t-statistic value (t-stat = 1.690) is less than the threshold value (t-stat = 1.96). Therefore, the relationship of employee self-efficacy and employee creativity is insignificant, and H3 (Employee self-efficacy positively influences employee creativity) is not supported. In addition, having accepted value of beta (β = 0.018), H4 (Employee self-efficacy mediates the positive relationship of HPWS and Employee creativity) is also not supported due to the ground of insignificant p-value (p-value = 0.118) and t-statistic (t-stat = 1.184) score. The moderating role of knowledge transfer capacity (KTC) in the relationship of High-performance work system (HPWS) and employee self-efficacy (ESE), which is assumed in H5, also not supported because beta value (β = - 0.085) is negative along with t-statistics (t-stat = 1.076) and p value (p-value = 0.141) is less than an accepted threshold. Lastly, the assumption in the H6 (Employee creativity positively linked to organizational resilience) is supported because the study reports a positive beta value (β = 0.565), a satisfactory t-statistic (t-stat = 12.742), and a p-value (p-value = 0.000). 
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Figure 2: Moderated mediated structural model significance.

Discussion

Several studies were conducted on executives of chemical companies and executive students from multiple anonymous industries in China to explain the relationship of HPWS and employee creativity (EC) with mediating and moderating the role of other factors, such as employee knowledge sharing, perceived organizational support, and developed management, etc., and reported notable impact of HPWS on the employee creativity (EC) (Martinaityte, 2014; Zhu & Chen, 2017; Tang et al., 2017). Recently, Tran (2023) reported that HPWS has a strong positive relationship with employee creativity (EC) in the context of Vietnam and suggested that future researchers should study similar factors but in some different social and country contexts. Considering the suggestion, one of the hypotheses of this study was formed on the first-line managers working in parcel delivery service providing industries performing in the capital city of Bangladesh, and found a likely relationship between the HPWS and employee creativity (EC). 

This study has also reported that HPWS and employee self-efficacy (ESE) have a significant relationship. Such a finding may suggest that front-line managers of the parcel delivery industry have firm confidence and belief in their capability, and they feel that the capability in them is the result of the integrated HR practices of their institutions. 

Though showing a significant relation between HPWS and employee creativity (EC), this report has also surprisingly found an insignificant relationship between employee self-efficacy (ESE) and employee creativity. From a general viewpoint, employee self-efficacy (ESE) and creativity (EC) should have been significantly related because HPWS has caused significant employee self-efficacy (ESE) and creativity (EC). Even prior research reported a significant direct and indirect relationship between employee self-efficacy (ESE) and employee creativity (EC) or innovative actions of employees (Slåtten,2014; Jaiswal, 2015). In this study, first-line managers of parcel delivery service providers are reluctant to link their capability and confidence to creative behavior. There might be many underlying factors silently hindering employees from expressing creative responses. Lack of measures taken by the organizations to ensure employee engagement, insufficient job satisfaction, and motivation could have been meaningful indicators for explaining such contradictory findings of the report. Undoubtedly, it attracts and demands further research in a similar context, combining multiple related factors.  

Furthermore, employees’ knowledge transfer capacity (KTC) has no moderating role in the relationship between HPWS and employee self-efficacy (ESE). It reveals that organizations have failed to secure sufficient initiatives for knowledge-sharing mechanisms or the free flow of information within the organization, though HPWS significantly increases employee self-efficacy. The report findings suggest avenues for further research in this field and industry in considering the disparity in social and geographic aspects. Ma et al. (2021) and Pham (2022) have found that self-efficacy mediates the relationship between HPWS and Employee creativity in the Chinese and Vietnamese context, but self-efficacy has failed to mediate such a relation in the parcel delivery service industry of Dhaka. Considering the contextual differences, further study is also necessary. Finally, in congruence with prior research, this study has reported a successful relationship between employee creativity (EC) and organizational resilience (OR). 

Implications of the study:

The developed framework in this research contributed to the ABC (attitude-behavior-context) model by accommodating diversified contextual factors. This study also showed the interactive impact of HPWS (organizational context) and employee self-efficacy (ESE), knowledge transfer capacity (KTC) (employee personal context) on the employees’ creative (EC) attitude, which eventually ignited the organization's resilient behaviors.  Organizational factor (HPWS) successfully influenced employees' personal factor (self-efficacy) and employees’ creative (EC) attitude. Eventually, employees' creativity (EC) (attitude) positively caused the desired organizational resilient (OR) behavior. Interestingly, employees' personal factor, employee self-efficacy (ESE), failed to show its sole influence on their creative attitude and mediating effect between the relationship of HPWS and employee creativity (EC). Besides, Employees’ personal knowledge transfer capacity (KTC) has no moderative impact on HPWS and employee self-efficacy (ESE). Such circumstances suggest that courier delivery organizations should redesign and reemphasize their high-performance work systems (organizational factor), though organizations achieve resilient behavior. Because previous studies also proved that strong integrated HR practices reinforce employee attitude and performance significantly (Alam et al., 2024; Jose et al., 2022). Hence, this paper draws the quick attention of the authority of the service providers and the HR executives performing in Bangladesh and other regional and developing countries.  

Limitations and further research avenues:

A few addressable areas in this study should have been avoided to strengthen the research framework, data analysis, and findings. Though the quantitative approach is often empirically applicable, which we have already deployed in the study, many researchers also suggest a triangulation approach to reach more sophisticated and empirically supported findings (Al-Ajlouni, 2021). Furthermore, cross-sectional data to explain causal relationships is sometimes discouraged, especially for this study, where attitude impacts behavior (Hauff et al., 2022). Cross-sectional data should have been avoided because human attitudes toward any substance shift frequently, which may hinder generalizing the findings of this study. Researchers suggest collecting multiple responses from the same respondents after a considerable time interval. Moreover, the data used in the study were based on the subjective responses of the respondents, and such replies are also volatile. In addition to that, responses have been collected from first-line managers, but responses of their supervisor are completely overlooked. Combining responses from both supervisor and subordinate often leads to reaching rigorous and empirical conclusions. In addition, this study concentrated on the last-mile parcel delivery service industry around Dhaka city. Though the capital of a country reflects the scenario of the nation, such a study is not enough to provide a general conclusion about the complete industry of the country. The literature from which items were adapted for measuring organizational resilience was published during the pandemic. Hence, the study findings may have some twists as the study was conducted after the post-pandemic situation. The items are adapted carefully and have confirmed satisfactory factor loading to conduct SEM using Smart-PLS 4.1.0.2 and have also been readjusted to serve this study. Some constructs and items applied in this study have been extracted from previous studies that are not in our similar industry orientations. In such a contingency, situational inconsistency may insignificantly distort some proportion of the findings. 

To avoid the disadvantages of cross-sectional data, a longitudinal design for data collection is suggested for future researchers. In the quantitative study, researchers might utilize several frameworks and data sources to ensure the triangulation process. For choosing items, researchers can be more pragmatic to avoid situational inconsistencies. In addition, further researchers may study wider geographic locations and national differences to generalize the findings. Furthermore, researchers can either apply similar or alternative HR-based constructs and frameworks in different socio-economic and diverse cultural dimensions. Even researchers can extend their efforts to diversified and infrequently noted industries.  
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