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Abstract: The aim of this study is to examine the relationship between high-performance work systems (HPWS), sustainable development, 

and knowledge sharing in small and medium enterprises (SMEs) in Jordan. In this study it is hypothesized that the ability, motivation, and 

opportunity (AMO) improving the human resource (HR) practices of SMEs leads to better organizational performance of their employees 

through the role of knowledge sharing moderation. The results of this study confirm the hypothesis of the causal relationship between 

AMO practice with sustainable development, and the hypothesis of AMO practice with sustainable development are influenced by 

knowledge sharing. This study has implications for practice and theory, also can help project managers from these organizations to plan 

better human resource management (HRM) practices to promote sustainable development through innovation and creative performance of 

their employees. Therefore, this is one of the first studies to discuss the HRM productivity in AMO practice, and its important role in 

knowledge sharing. 
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1. Introduction 

 

Due to their growing competitiveness, SMEs face modern challenges in monitoring their assets and ensuring 

accurate information sharing between group individuals, which has prompted increased attention among 

organizational directors on the importance of effectively monitoring human assets on common premises to ensure 

that employees proceed to include an appreciation of the objectives of the organization (Jyoti and Rani, 2017; 
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(Turner and Ledwith, 2018). Human assets are one of the important resources of organizations of various types 

and segments. 

 

Prado and Sapsed (2016) define SMEs as “organizations that serve clients, develop specialized projects such as 

systems development engineering, coaching, and organization and consulting, and create temporary arrangements 

and systems” (p. 1795). 

 

Knowledge as a key competency for an organization that contributes to making organizational implementation 

progress and improvement sustainable (Santoro et al., 2019c). The development and improvement supported in 

today’s knowledge -based society stems from the ability to disseminate knowledge (Vrontis and Christofi, 2019). 

The ability of employees to transfer knowledge to each other may be a key factor in making a difference for 

organizational implementation progress and for creating worthy progress (Santoro et al., 2019a). 

 

While investigating writings on HRM practices and AMO practices, Pak et al. (2019) describe the development of 

existing writing on the efficiency and impact of HRM practices on AMO applications. For this reason, not being 

able to make accurate choices about the future to inquire or investigate openings cannot decide which mediation 

would be more beneficial for those in SMEs characterized by a chain of budget, quality, time and toll (Prieto-

Pastor et. Al., 2018; Alkhazali et al., 2019). In development, there is no research on mediators and mediators on 

the relationship between AMO application and implementation of progress, especially in SME. 

 

Therefore, the aim is to explore the impact of HPWS on sustainable development among SMEs using AMO 

practices. Next, to investigate the role of knowledge sharing in this relationship. This study uses a quantitative 

method with a survey approach and was conducted on employees working in SME Jordan. Moreover, this study 

contributes to the literature on HPWS (AMO practice), enhancing our knowledge of HPWS by conceptualizing 

support for the role of knowledge sharing interventions in supporting exceptional sustainable development 

through the innovative performance of employees working at SME Jordan. 

 

2. Theoretical background  

 

Research on sustainable development has long recognized key drivers and opportunities for progress (Santoro et 

al., 2018, 2019b; Portela, 2020). The basis of this victory variable is what we refer to as human progress 

administration, which appears to lead and organize improved individuals in SMEs (Bogers et al., 2018). Past 

research in the field of HRM has found a relationship between employee AMO practices and employment, using 

the focal point of AMO preparation, Appelbaum et al. (2000) emerged that organizations can have a positive 

impact on organizational performance by ensuring that all delegates have AMO practices to perform their work 

efficiency. Elbaz et al. (2018) defined competence as “the talents, knowledge, skills, competencies and experience 

required to complete a task” and motivation as “the desire (or level of motivation) to do so”. The ability of a 

company to “create or acquire new knowledge and information, and then apply and assimilate that knowledge, is 

a function of the collective ability of employees to recognize, learn and share this knowledge” (Ferraris et al., 

2017). Motivation in similar situations allows these employees to develop and expand this knowledge in cognitive 

communication and leads to better performance (Tho and Trang, 2015). The combination of AMO practices has 

been identified as important in enhancing organizational innovation. Messersmith and Guthrie (2010) describe 

development as the creation and expansion of modern administrations, items, and forms that contribute to the 

creation or increase of appreciation for an organization. Analysts use AMO practices to clarify the relationship 

between HPWS and sustainable development. It has been hypothesized and tested that HPWS enhances the 

capabilities, information, and capabilities of employees to give them the ability to improve in terms of 

performance. By implementing AMO practices, the organization energizes its representatives to demonstrate good 

performance with the help of engaging HRM practices. 
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Organizations also provide opportunities for their representatives to participate in the advancement of 

organizational objectives and approach progress, then empower them to create unapplied thinking that is the basis 

of organizational implementation. Although there has been extensive writing on HRM practices and innovation 

performance, analysts have ultimately sought to combine these two queries on flow (Alkhazali et al., 2020). The 

following areas offer some assumptions about the influence of encouraging communication and data trade 

between AMO practices and sustainable development for SMEs. 

 

3. Hypothesis development 

 

The ability, motivation, and opportunity improve HR practices and sustainable development 

The impact of AMO practices on sustainable development with inventive outcomes within the created countries 

has been widely considered. Cabello-Medina et al. (2011) to establish an interface between the practice and 

development of HRM by taking cases from Spanish organizations with human and social capital divisions. 

Camelo-Ordaz et al. (2011) built a relationship between HRM practice and development implementation through 

knowledge sharing. A number of people think they have examined this relationship in an Asian setting. Alkhazali 

et al. (2020) found that HRM practices lead to superior development outcomes, which in turn lead to advanced 

implementation. Argote et al. (2003) highlighted the part of AMO practice and knowledge management in 

advancing organizational implementation. In their consideration, Turner and Pennington (2015) concluded that 

inspiration and opportunity are highly related to information trading, but their findings failed to establish a 

positive relationship between talent and data trading. In expansion, analysts such as Chowhan (2016) argue that 

the experience of creating HR capabilities encompasses a critical impact on organizational performance through 

the impact of organizational progress interventions. But in general, Jiang et al. (2012) found an important 

interface between AMO practices and organizational performance. 

H1. There is a positive relationship between HPWS (AMO practices) and sustainable development among 

Jordanian SMEs. 

H1a. There is a positive relationship between ability enhancing HR practices and sustainable development among 

Jordanian SMEs. 

H1b. There is a positive relationship between motivation enhancing HR practices and sustainable development 

among Jordanian SMEs. 

H1c. There is a positive relationship between opportunities enhancing HR practices and sustainable development 

among Jordanian SMEs. 

 

The moderating role of knowledge sharing 

The literature centers on the importance of knowledge sharing in organizations (Dezi et al., 2019), and the impact 

of knowledge sharing is poorly examined, information sharing has been linked to organizational performance 

outcomes as customer benefits increase, decrease in generation cycle (e.g., Ma et al., 2008) and feasible 

improvements (Papa et al., 2018b; Santoro et al., 2018). Knowledge sharing can be a key preparation in 

information management methodologies (Alkhazali et al., 2019) and has been examined at the people and 

organizational levels (Alkhazali et al., 2019; Ferraris et al., 2018). At the individual level, knowledge sharing is 

characterized by the extent to which employees share the information they obtain with others in the organization 

(Teh and Yong, 2011). These include open knowledge that can be collected and stored in the form of official 

records, and confidential information that is difficult to apply (Shah et al., 2007; Nonaka, 1994). If employees do 

not share their information with others, they will not be able to contribute to more pressing organizational 

interests when representatives turn to competitors (Ma et al., 2008) and in this way have little valuable 

information about themselves (Curado et al., 2017). Human resource management style, the transfer of innovation 

directly affects the sustainability of the company (Laužikas, Miliūtė, 2020; Laužikas et al., 2021). 
 

Along with Shipton et al. (2005), HPWS empowers organizations and delegates to build successful and deliberate 

environments and platforms that consider near acquisition, acquisition and sharing of knowledge and play a role 
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in improving innovative performance. Wright et al. (2001) reaffirmed the role of HPWS in providing a robust 

culture where employees share their knowledge and in turn improve organizational performance. 

 

According to Wang and Noe (2010), if AMO practices seek more grounded employee behavior, other delegates 

will benefit enormously from this knowledge, which can have a positive and critical impact on organizational 

performance. Thus, representative knowledge sharing behaviors incorporate a strong impact on organizational 

performance, because simple and explicit individual and organizational knowledge (Alkhazali et al., 2019) must 

be incorporated into organizational rules to value the organization. Agreed to ask about Curado et al., (2017) and 

Xue et al. (2011), this thinking uses a knowledge -based approach and uses repetitive and representative interest 

in knowledge exchange. Knowledge exchange is seen to be essentially related to organizational performance 

(Muduli and McLean, 2020).  

H2: knowledge sharing moderates the relationship between HPWS (AMO practices) and sustainable development 

among Jordanian SMEs. 

H2a. Knowledge sharing moderates the relationship between ability enhancing HR practices and sustainable 

development among Jordanian SMEs. 

H2b. Knowledge sharing moderates the relationship between motivation enhancing HR practices and sustainable 

development among Jordanian SMEs. 

H2c. Knowledge sharing moderates the relationship between opportunity enhancing HR practices and sustainable 

development among Jordanian SMEs.  

 

4. Method 

 

Based on an extensive review of the available literature, this study identified three independent variables: ability 

to improve HR practice, motivation to improve HR practice and opportunity to improve HR practice. The aspect 

of the study -dependent variable was sustainable development among Jordanian SMEs. In addition, moderator 

variables have been proposed to influence the relationship between independent variables and dependent 

variables. Essentially, the moderator used in this study was knowledge sharing. The relationships of these 

variables will all be examined against the assumptions of the case. Figure 1 below illustrates the schematic 

framework and the proposed relationship between the variables. 

 

 

 

 

 

 

 

 

 

Figure 1. The Theoretical Framework of the Research 
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According to Figure 1, there are two alternative models that reflect the relationships described in the framework, 

which can be further enriched by testing the alternative models. The alternative models presented here serve as 

examples of possible relationships and explain the frameworks put forward when presenting the various 

hypotheses to be tested. This alternative model is often referred to in the literature as the “relationship” between 

HPWS (AMO practices) and sustainable development. 

 

Based on the proposed framework, several sets of hypotheses are prepared. This hypothesis will forge a 

relationship between HPWS (AMO practices) and sustainable development, and will test the role of knowledge 

sharing proposed in this relationship. 

 

5. Measures 

 

This research uses survey research tools as its quantitative approach, known as appropriate data collection 

instruments. Each variable to be studied in this study is a continuous variable. This is HPWS (AMO practice), 

knowledge sharing as a moderation variable and sustainable development as a dependent variable (Zikmund et al., 

2010). 

 

Moreover, because of the suitability of quantitative research data with numbers, questionnaires are the best 

approach to collect data appropriate to these characteristics. This is more appropriate as this study is interested in 

capturing the opinions of SME Jordan employees. This indicates that the information expected by the respondents 

can be obtained from the individual’s reflection on the reality of the workplace and its variations. 

 

Population 

The population includes all 14 five-star hotels in Amman which are: Millennium Hotel Amman, Le Royal, Bristol 

Hotel, Sheraton Amman AL-Nabil Hotel and Towers, Intercontinental Jordan Hotel, Crowne Plaza Amman, The 

Regency Palace Hotel, Holiday Inn Hotel, Kempiski Hotel Amman, Four Seasons Hotel, Landmark Amman 

Hotel, Le Meridian Amman Hotel, Amman Marriott Hotel, and Grand Hyatt Amman Hotel. The following hotel 

information and data were included in the study: Landmark Amman Hotel, Kempiski Hotel Amman, The 

Regency Palace Hotel, Le Meridian Amman Hotel, Holiday Inn Hotel, Amman Marriott Hotel, Intercontinental 

Jordan Hotel, Bristol Hotel.  

 

Sampling and sampling method 
Researchers studied 8 of 14 five -star hotels as a sample. The study consisted of a sample unit consisting of 176 

front office employees; including front desk staff, reception operators, chief of staff, director of guest relations at 

the eight hotels previously reviewed; A total of 20 questionnaires were distributed in each hotel dated February 

2020. 122 of these questionnaires could be used with a response rate of 69.3% for data collection purposes. 

 

Researchers have made the previously mentioned hotels as examples of five-star hotels in Amman, as the HR 

department at other five-star hotels considers the required data to be confidential and states that disclosing such 

data is against hotel policy. These hotels are Crowne Plaza Amman, Four Seasons Hotel, Grand Hyatt Amman 

Hotel, Le Royal, Sheraton Amman AL-Nabil Hotel and Towers and Millennium Hotel Amman. 

 

Proportional random sampling method to cover all hotels effectively, this sampling method also improves sample 

representation by reducing sampling errors. Additional analysis provides opportunities for data filtering and 

cleaning as well as control for unresponsive data, and some forms of data collection errors (Krejcie and Morgan, 

1970). 

 

In addition, items answering questions related to HPWS (AMO practices), knowledge sharing, and sustainable 

development were included in the questionnaire section. The development of survey instruments is guided by the 
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relevant literature, and adaptations to relevant items in the past, if appropriate. A standard 5 -point Likert response 

evaluation scale was used to measure dependent variables, independent variables, and moderate variables. 

 

Coefficient of determination (R2) 

In addition to suitability and importance assessments, another relationship assessment measure in the PLS-SEM 

model is the R-square phase assessment or determinant factor (Hair et al., 2014). R ^ 2 is a measure of model 

prediction accuracy, calculated as the rectangular correlation between the predicted endogenous construction and 

the actual value (Hair et al., 2014). The value of R ^ 2 reflects the combined effect of exogenous latent variables 

on latent endogenous variables (Hair et al., 2010; Hair et al., 2014). The values of R ^ 2 for the endogenous 

variables of the direct link model are shown in Table 1 below. 

 
Table 1. Coefficient of Determination (R-Square) 

Endogenous variable R-square 

Sustainable development 0.75 

 

Chin (1998) suggested that R ^ 2 values of 0.67, 0.33, and 0.19, respectively, were considered important, 

moderate, and weak, or rejected in PLS-SEM modeling. Table 1 of the exogenous latent constructs in this study 

(i.e., HPWS (AMO practice)) illustrates 75 percent of the variance in sustainable development. Following Chin's 

(1998) suggestion, the value of R ^ 2 described is very close to a large influence. This suggests that 75 percent of 

sustainable development depends on the independent variables considered in this study. The remaining 25 percent 

can be explained by other factors. 

 

Hypotheses testing for direct relationships 
The first step to test the direct relationship hypothesis is to run the PLS algorithm, which allows the researcher to 

create path coefficients to determine the relationship between the independent and dependent variables in this 

study. The second step is the opener string to make a value of t to check the importance of this relationship, there 

are various suggestions on how the opener string can be used. For example, Hair et al. (2013), shoelaces can be 

run with 500 sub-patterns, Hair et al. (2014) recommended 5,000. This work was published by Hair et al. (2014) 

used 5,000. 

 

The results of the structural model of this study based on the direct relationship between the independent variables 

and the dependent variables are shown in Table 2 below. These results were interpreted using road connection 

coefficients (Beta), standard error (SE), t values (T statistics) and P values. 

 
Table 2. Structural Model Output for Hypotheses Testing 

Hypotheses Relationship  Path coef. Stan. erro. T Stat. P valu. Comm. 

H1 … … … … … … 

H1a AHR -> SD 0.189 0.053 3.568 0.000 Accept 

H1b MHR -> SD 0.197 0.051 3.593 0.000 Accept 

H1c OHR -> SD 0.188 0.054 3.549 0.000 Accept 

 

Assessment of the effect size for direct relationships  

In addition to estimating the R ^ 2 value of a model -dependent variable (e.g., sustainable development), changes 

in the R ^ 2 value are used when a particular independent variable is removed from the model to assess whether 

the variable is eliminated. on the variables that depend on latent sustainable development. This dimension is 

called the impact dimension (Hair et al., 2014). The magnitude of the effect is determined by the relative effect of 

a given independent variable on the dependent variable based on the change in the value of R ^ 2 due to the 
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reduction (Chin, 1998). As a result, the effect size was measured by Cohen's formula (Hair et al., 2014; Cohen, 

1988). 

 

given as:  

      Formula 1. F-square value 

Where:  

 is the F-square value that determines the effect size of a specific independent variable on the dependent 

variable.  

 included: is the  value of the dependent variable before omitting a particular independent variable.  

 excluded: represents the changes in the  value of the dependent variable after excluding a particular 

independent variable from a model. 

Based on the Formula 1, the  values of 0.02, 0.15, and 0.35, indicates small, medium, and large effects 

respectively (Cohen, 1988). 

 
Table 3. Assessment of the Effect Size (F-Square) 

Independent 

variables 
. . Effect size 

AHR 0.748 0.650 0.388 

MHR 0.748 0.654 0.373 

OHR 0.748 0.691 0.226 

 

Table 3 is the result of a large -scale evaluation of the effect of each independent variable on the dependent 

variable. The direct relationship is that all independent variables that have a significant influence on the dependent 

variables have moderate and large effects on sustainable development. 

 

Hypotheses testing for moderating effect 

In this study, the effects of knowledge sharing moderation were tested in the relationship between HPWS (AMO 

practices) and sustainable development. Table 4 shows the findings of the moderate effect test. 

 
Table 4. Results of Moderating Effect Test  

Hypotheses Relationship Coef. T-valu. P-valu. Level of sig. Comm. 

H2 … … … … … … 

H2a KS* AHR -> SD 0.121 3.658 0.002 *** Accepted 

H2b KS* MHR -> SD 0.087 2.437 0.035 ** Accepted 

H2c KS* OHR -> SD 0.291 0.979 0.385 - Rejected 

 

Table 4 shows the results of hypotheses examining the moderate effects of knowledge sharing on the relationship 

between HPWS (AMO practices) and sustainable development. In the PLS-SEM analysis, a knowledge-sharing 

effect exists if the interaction path is significant, meaning that the t-statistical effect of the interaction must be 

1.64 or 1.96 and above to be significant using one or two tails each (Hair et al., 2010). 

 

6. Discussion and conclusion 

 

The relationship between HPWS (AMO practices) and sustainable development 

The HPWS high -performance work system (AMO practice) as a success factor in relationship management has a 

positive impact on sustainable development among Jordanian SMEs, as expressed in hypothesis H1 (H1a, H1b, 

and H1c). The results of this correlation, as reported in Table 3, were at a significance level of 0.001, with band 

coefficients (AHR 0.189, MHR 0.197 and OHR 0.188), T-statistics and P values (AHR was t = 3,568 (P <0.000), 
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MHR is t = 3.593 (P <0.000) and OHR is t = 3.549 (P <0.000)). These results indicate that HPWS (AMO 

practice) is considered to be the most important determinant of sustainable development.  

 

The effects of HPWS (AMO practices) on sustainable development are Influenced by the knowledge 

sharing 

The effect of knowledge sharing moderation on the relationship between HPWS (AMO practices) and sustainable 

development, as expressed in hypothesis H2 (H2a, H2b and H2c). These results support the hypothesis as shown 

in Table 4, at a significance level of 0.001 (AHR is Coef = 0.121, t = 3.658 (p> 0.002), MHR is Coef = 0.087, t = 

2.437 (p> 0.035) and OHR is Coef = 0.291, t = 0.979 (p> 0.385)). 

 

These findings indicate that the effect of knowledge sharing moderation on the relationship between HPWS 

(AMO practices) and sustainable development is significant. However, according to Hair et al. (2010), H3c both 

t-statistics and p-values were insignificant. Therefore, the H3c hypothesis, which states that knowledge sharing 

moderates the relationship between opportunities to improve HR practices and sustainable development is not 

accepted. 

 

This paper highlights the complexity of management tasks and recommends that Jordan take a knowledge sharing 

perspective. Resources can be provided by lecturers, staff and SME who require an interactive approach that 

integrates these resources. If the proposal is implemented to realize the vision of the future, Jordan will benefit. 

 

Future research may be based on the following considerations: increase the research population by covering the 

entire SME sector. Alternatively, take evidence from other industries and increase the number of observations 

using larger sample sizes and longer data periods. The relationship between HPWS (AMO practices) and 

sustainable development can be further explained if the researcher subsequently conducts research by including 

additional variables, including other dimensions of knowledge sharing in terms of SME perceptions and 

operations. Changing knowledge sharing from a moderate variable to an intermediate variable or even an 

independent variable can also change outcomes and relationships. As SMEs are still growing in Jordan, 

performance appraisals should be conducted from time to time to take corrective action if necessary. 
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