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Abstract

Background: A high-performance work system (HPWS) is critical to improving employees'
effectiveness, and the performance of an organization creates value for employees. However,
human resource (HR) practice reveals that employees resist work. They view that the resulting
changes will not benefit them because HR practice still focuses on traditional work processes
rather than employees' proactive behavior. These are issues discussed in the previous research
that cause failure to the current organization's work system.

Methods: In this research, a conceptual framework is established for HPWS-DT implementation
for Intelligent Office paradigm thru the lense of Transfield's five stages systematic literature
review. Articles were collected from Emerald, Taylor & Francis, SAGE and Elsevier databases
between 15 May 2021 and 15 March 2022. Articles were analyzed based on research criteria on
HPWS DT and Intelligent office . The outcome of the research article were tabulated using
Microsoft Excel.

Results: Six papers related to HPWS integrating design thinking implementation, innovative
work processes, employees' behaviours and organizational performance. We found articles on
HPWS-DT implementations in I0/virtual/hybrid work environments.

Conclusion: The outcome of this research indicatess a lack of studies DT approached HPWS,
those issues revolved particularly around intelligent office paradigm. This study attempted to
broaden the understanding of the HPWS and DT effectiveness, particularly in enhancing
organizational performance.

Keywords: Employees' behaviour, organizational performance, HR Practices, High Performance
Work System (HPWS), Design thinking (DT), Intelligent office paradigm, Systematic literature
review.

1.0 Introduction

COVID-19 pandemic has pushed many employees and stakeholders to move from the physical
work environment into the intelligent office paradigm (IO), creating a broader workplace
transformation to remain engaged and be in a creative collaboration(Lee, 2021). The emergence
of intelligent office is an open space helping employees balance work and life, which provides
psychological and physical comfort to employees to boost creativity and collaboration (Ximenes
et al., 2019). The COVID-19 pandemic caused many workers to move from brick and mortar
buildings to virtual/remote environments. The rapid and pervasive digitalization is changing the
nature and structure of work processes (Nambisan et al. 2017) and challenging organizations to
cope with dynamic business landscapes as they apply digital technologies to improve their
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competitive positions (Kohli and Melville 2019).

Miller and Morris (2016) affirmed, “from a social learning perspective, virtual peers should
influence individual behavior for those who communicate in an online-only capacity in a manner
that is generally similar to traditional peers’ effects” ; however this phenomenon has not been
studied in depth. In the IO paradigm , employees are data generators, enhancing employees'
overall sense of work-related belongingness. In response to this formidable challenge, experts
predict that 70% of organizations will attempt to go digital, but only 30% of those will succeed
(Bort 2015); and, that 40% of organizations will not survive this transformation (Bort 2015).
Thus, the evolution of high-performance work systems (HPWSs) is essential to enhance
organizational performance in the future research agenda. HPWS in human resource management
plays a vital role in the digital space to improve employees' productivity in job engagement,
employee creativity and employee proactive behaviour (Al-Ajlouni, 2021a). Thus, the
accentuation must be given on the practices across capacities, aiming to sustain and foster
employees toward performance.

The rise of the 10 created a collaboration in work practices, which human resource practice needs
to revolutionize. These transformations should reflect on proactive work practices, visualization
of ideas and employee-centric activities in the organization. However, challenges such as
employees' inability to articulate and meet expectations in digital transformation that lead to low
performance have been extensively discussed in the literature (Mahdi et al., 2014; Nolan and
Garavan, 2016). Thus, integrating design thinking (DT) in HPWS is a foundation for securing a
sustainable competitive advantage in organizations, particularly for the IO (Martin, 2009). HPWS
and DT share mutual characteristics of engaging employees collaboratively, encouraging
learning, and inducing creative problem-solving or ideology (Bailey et al., n.d.).

DT can be well defined as a human-centred and innovative process that emphasizes employees'
cognitive abilities, visualization of ideas, and concept prototyping. Therefore, the concept of the
DT process itself will be useful to study the work culture in intelligent office employees who
often become self-empowered (Pruneau and Langis, 2015). DT is explicitly crafted to add a
practical approach to addressing complex, ill-defined and networked organizational problems.
These issues are on the rise in digital organizations and are essential in shaping the intelligent
office as a new paradigm. Thus, after incorporating HPWS in Human Resource Development
(HRD) practices, these evaluation elements may be integrated with the DT approach towards
innovative problem-solving mechanisms by demonstrating better work practices and human
resources (HR) processes. The outome of this research is to develop a conceptual framework that
incorporates the evaluation elements into HPWS and DT implementation phases. Accordingly,
this study expects to investigate the elements that contribute to employee performance and
provide valuable information to HR personnel that assists the management to improve
responsiveness, motivate proactive behaviour and job engagement in the case of intelligent office
work practices.

1.1 Challenges of HPWS for intelligent office work practice

Organizations are challenged with a design-driven culture to cultivate new skill sets during and
after the COVID-19 pandemic. Thus, to accommodate the current changes, organizations must
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strive towards HR evolutions that will support organizational goals, demonstrate proactive
behaviour and motivate employees in improving performance.

A dimension of HPWS design focuses on employees' involvement as an aesthetic driver of
innovation in HRD practices through self-organized teamwork. HPWS is designed to invest in
employees that become the driver towards achieving organizational performance, employee
empowerment strategies and active participation that is transferred into performance and
productivity. Thus, HPWS should be transformed to match the new norm of work practice,
allowing a closer relationship between an organization and its employees. It creates a new path
of research that DT in terms of HPWS is essential to be tested the main criterion, including
empathy behaviour, creative imagination, creative product and prototype, which potentially lead
to innovativeness in the work practices (Rich et al., 2010). This aspect of employee behaviour
also refers to perceived employee engagement to satisfaction and performance (Moreland, 2013;
Moura et al., 2014; Rich et al., 2010). However, there should be a concern in the existing
definition or research outcome that proves employee behaviour and engagement. This study
suggests that the future research avenue in HPWS focuses on discussing employee engagement
strategies strongly related to the DT process, which involves employees with highly collaborative
tasks to be creative in solving ill-defined problems that eventually will shape employee behaviour
towards achieving performance organizations. PwC reports that 79% of business CEOs express
concern about job availability and workforce transformation that would fit the career scope by
2030. Thus, if no proper capacities and skills are built for the future workforce, the gap will
concern the entire human resource domain. This issue will continue to prolong if the HR
processes and HPWS dimension focus on traditional approaches, such as forecasting employee
skill based on previous challenges, while failing to inform explorations of future probabilities,
such as co-generative solutions (Ashiru et al., 2022a). Limited scope and models were developed
for 10 (Lahti and Nenonen, 2021), which means the lack of HPWS in intelligent or digital
transformation work systems hinders creativity, communication, job engagement, and proactive
employee behaviour.

Organizations usually have business problems to support and handle the ever-changing situation.
Furthermore, since 2019, HRD professionals have faced different types of complex situations to
handle the new norm of work transformation and the need to ensure that employees are engaged
and empowered. Events such as the COVID-19 pandemic have changed how HRD professionals
prepare individuals. Thus, an intelligent office in Malaysia is selected for this study.

Following the implementation of HPWS, problem-solving efforts are essential within
organizations, especially during the post-pandemic period. Thus, handling a problem using
design-led approaches may serve as a vehicle for HRD professionals to engage employees in
exploring future possibilities and problem-solving strategies that will add value-added activities.
In this research, DT empowers the advancement of issues with the solutions, thus serving as a
mainstream of idea formulation (Liedtka and Kaplan, 2019). Previous research explored the DT
approach in the context of innovation and entrepreneurship domain(Elsbach and Stigliani,
2018)Research on the application of HPWS with the design thinking approach are still in its infant
stage. Thus, this study offers a pathway for future explorations to generate HPWS insights further
and benefit HR practitioners.
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2.0 Backgound of the HPWS

The basic line of argument or theory that underlies most of the HRM studies within the
management literature proposes that the development of the most valuable asset of an
organisation, i.e. its people, can ensure the achievement and sustainability of its organisational
performance (Becker and Huselid, 2006; Sourchi and Liao, 2015). The studies have categorised
a notion of ‘best practices’ otherwise known as high performance work system (HPWS) leads to
enhanced organizationsl performance. (Appelbaum et al., 2000). HPWS is a bundle of HR
practices which is designed to boost employee performance, employee attitude and work structure
designed to enhance organisational performance (Appelbaum et al., 2000; Boxall, 2012; El-
Ghalayini, 2016). The main idea behind HPWS is to create a synergy with the combination of
these practices that can have a positive impact on organisational performance through a flexible
work environment. This then induces participative behavior in employees and builds a free flow
of communication between the managers and the employees (Appelbaum et al., 2000).
Consequently, this bundle of HRM practices positively impacts the employee selection,
development, retention and motivation of the employees so that their enhanced work activities
may lead to a synergistic and systematic effect on the organisational performance (Boxall, 2012).

The pioneering work by Huselid (1995), on ‘The Impact of Human Resource Management
Practices on Turnover Productivity, and Corporate Financial Performance,’ traces the origin of
such concepts of the management’s focus on human resources through HPWS. During this work,
the HR management from 968 publicly held organisations of the United States were surveyed by
(Huselid, 1995). A positive linkage was found between individual employee performance and the
implementation of HPWS through his findings. The findings soon became so popular that a
number of other researchers such as Huselid (1995), attempted to find similar results on the
relationship between the implementation of HPWS and its impacts on organisational
performance. According to Paauwe (2009), this relationship between HPWS and organisational
performance has been scrutinized from the points of view of sociology, industrial relations,
economics, organisational behavior and organisational psychology by putting a significant
amount of focus on employee skills, behaviors and attitude. The most comprehensive of the initial
research studies on HPWS was conducted by MacDuffie (1995). He put forward the argument
that the practices of HRM do not function by themselves, but rather, the perfect combination of
interrelated, consistent practices that has the ability to transform the relationship between
managers and employees (MacDuffie, 1995). Appelbaum (2000) conducted a similar study with
her colleagues by investigating steel, apparel and imaging industries of the US regarding the
impacts of HPWS. The study found that HPWS has positive influences on employee attitudinal
outcomes such as organisational commitment, trust, job satisfaction and lower job burnout.

Organisations that use a high performance work system (HPWS) practice a distinctive managerial
approach that enables high performance through people. Instead of exercising employee control,
the idea behind HPWS organisation is to create an organisation based on employee involvement
and empowerment (Tomer, 2001; Jiang and Liu, 2015). As Lawler (1992:3) stated, in HPWS
organisation, employees ‘feel responsible for and involved in its success.” Research indicates that
a particular set of managerial practices is varied across organisations. For this reason, different
HRM research has highlighted features and management practices that also are different in
describing HPWS practices.
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The literature that explores the link between an organisation’s performance and the
implementation of HPWS is continuously growing in the worldwide (Posthuma et al., 2013; Shin
and Konrad, 2017; Rasool and Shah, 2015; Obeidat et al., 2016). Researchers such as Rasool and
Shah (2015) search for the core mechanisms between organisational performance and HPWS by
using a total strategic resource approach model that examines the various mediating and
moderating variables as related to the HPWS — organisational performance relationship. The
results indicated that the HPWS has a significant positive effect on firm performance.
Furthermore, Shin and Konrad (2017) investigated the underlying relations between HPWS and
performance using a large longitudinal data set with three time points. Results showed that past
HPWS positively contributes to later productivity of organisational performance. Intriguingly, a
recent study conducted by Obeidat et al., (2016) tested HPWS and organisational performance
through a model of multiple dimensions in the financial and manufacturing sectors in the middle-
eastern context. The results are supportive of the link between HPWS and organisational
performance; they also confirm the utility of the AMO theory for theorizing HPWS and its effects
on organisational performance. Therefore, the connection between HPWS and organisational
performance is evident, both theoretically and empirically in SHRM literature. Due to increasing
acceptance of HPWS and its positive impact on employees’ and organisational performance has
given rise to a variety of terms and definitions. Accordingly, the following sections discuss the
origin of the concept, performance, and the relationship between HPWS and performance.

2.1 Terms of high performance work system (HPWS)

The term high performance work systems (HPWS) is used interchangeably as ‘high performance
work practices’ (Combs et al., 2006; Sung and Ashton, 2005; Karatepe, 2013). In other instances,
the term has also been known as ‘high-commitment work practices’ (Iverson and Zatzick, 2007)
or ‘high-involvement management’ (Lawler, 1986). Others have considered the term as ‘high
performance organisations’ (Lawler et al., 1998; Ashton and Sung, 2002) or ‘high involvement
work practices” (Wood et al., 2001). A meta-analysis of 92 studies linking HPWS with
organisational performance indicates a stronger correlation when HPWS is viewed as a system
rather than individual practices (Combs et al., 2006). However, these terms refer to the same
general phenomenon, making it difficult to define HPWS universally. In addition, researchers
found that even though different naming preferences are used interchangeably, the phenomena of
interest remain the same; this reflects the entirety of the HR system and not the HR practices only
(Evans and Davis, 2005, Guthrie et al., 2009). There is substantial overlap between these terms
and thus this study adheres to the general term of high performance work system (HPWS) when
referring to a consistent HR practice of an organisation to achieve employee performance.

Table 1 HPWS terms used by various researchers

Terms Author (s)
High—Commitment Management Arthur, (1994)
HR Practice Configurations Choi, (2014)
Delery, (1996)
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High-Performance HR Practices Sun et al., (2007)
Kehoe and Wright, (2013)

High-Commitment Human Resources Macky and Boxall, (2007)

Management Practices (HCHRM) Rubel et al., (2018)
Innovative HRM Practices Agarwala; (2003)
HRM Best Practices Coaker; (2011)

High-Performance Work Organisation Wood and De Menezes, (2011)
Felstead and Gallie, (2004)

High-Commitment Management Wood, (1999)
Baird, (2002)

High-Performance Work practices Tregaskis et al., (2013)
High-involvement management Lawler, 1986
High-performance work system Ananthram et al., (2018)

2.2 Definitions of high performance work system (HPWS)

The problem of defining HPWS has been widely recognised by researchers (Lawler et al., 2011).
Lepak et al. (2006) view HPWS as the combination of HR practices that enhances employee
motivation, abilities and involvement. In short, they view these practices as complementary
features leading to a greater organisational performance. The use of HPWS in organisations
demands a substantial investment in their human capital in order to make the employees well
trained and empowered to perform better in their jobs (Becker and Huselid, 1998). HPWS is not
a new phenomenon given its application in different organisations. Nevertheless, according to
Barnes (2001), the concept of HPWS has existed for quite some time and stems from the 20
century US manufacturing. During this time, the American manufacturing industry became aware
of the global competition and needed to rethink how to cope in this new situation. The concepts
that were born in these times have eventually become key features of HPWS. However, the
definition of HPWS developed in the USA has been modified at a later stage for application in
other studies. As Parks (1995) stated, the definition of HPWS varies between companies, writers,
academic disciplines, production plants and between countries.

High performance work system (HPWS) as HR systems embody crucial idea for the work place
and its environment (Boxall and Macky, 2009; Evans and Davis, 2005). High performance work
system (HPWS) and high performance working can be explained in many ways. As regards to
the origins and implementation, a variety of explanations are given by researchers (Takeuchi et.
al., 2007; Datta et al., 2005; Guthrie et al., 2009). Takeuchi et. al. (2007) for example presents a
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definition that HPWS is as ‘a group of separate but interconnected human resources (HR)
practices designed to enhance employees’ skills and effort.” Another widely popular explanation
defines the system of HR practices as ‘designed to enhance employee’s skills, commitment and
productivity in such a way that employees become a source of competitive advantage’ (Datta et
al., 2005:135). Another researcher Tomer (2001:64) claims that to achieve ‘high performance
through people’ is the main intention of HPWS. Sun et al. (2007) further argue that HPWS
chooses single HR practices and integrates them into a stronger combination that impacts
organisational performance jointly.

3.0 Theoretical Underpinning for HPWS and Performance

The research on the performance in the SHRM and HR practices shows that a variety of
theoretical perspectives support the mechanism underlying it (Boselie et al., 2005; Armstrong,
2011; Messersmith et al., 2011; Fu et al., 2015). Researchers have deemed the key mediating
factors as incomprehensive and unclear, even though empirical research has already been
conducted to find the connection between HPWS and the overall organisational performance.
The explanation of why and how HPWS is linked with firm performance relies on theories of
strategic human resource management (SHRM) (Messersmith et. al., 2011; Fu et al., 2015; Rasool
and Nouman, 2013; Martin-Tapia et al., 2009; Ozcelik et al., 2016). Therefore, there is a need to
develop theoretical assumptions regarding the process through which HPWS influences
employee performance.

There are two theories that traditionally influence the connection between HR practices and
organisational performance more than the empirical evidence found. As stated by Jiang et al.
(2012), the two theories are the resource-based view (RBV) and the behavioural perspective.
According to the RBV theory, HR has the power to create competitive advantage for
organisations as a value-adding component (Barney, 1991). The view justifies the investment of
HPWS as a benefit to the people of the specific organisation by controlling the overall
performance of the organisation (Wright et al, 2001). The behavioural perspective, on the other
hand, emphasizes the encouragement and motivation that is generated through HR practices
engaging the human capital in more productive output. Under this view, employee ability-
motivation-opportunity (AMO) can be seen as the connecting mechanism that generates high
performance (Appelbaum et al, 2000; Lepak et al, 2006; Armstrong et al, 2011).

3.1 Design Thinking and HPWS

Design thinking (DT) has emerged as a significant concept in innovation but less emphasis on
people side of management through HPWS where its application remains embryonic. However,
there is insignificant number of researches that evaluates HPWS and DT, additionally, much of
the literature in regards to organizational identification, job engagement, employee voice,
employee creativity, and employee proactive behavior does not evaluate how these different
aspects interact with each other, or are able to complete models and designs, such as job
satisfaction is embedded into models to demonstrate the likelihood that an HR model will be
successful. HPWS has limited research due to the design and newness of the system, which
directly competes with traditional HR approaches that rely on the contingency or resource-based
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designs. Traditional HR approaches focus on cost reductions and strategic alignment of the
processes in HR departments, while as stated earlier HPWS focuses on the relationships and
involvements of employees to create value that will translate into higher employee performance
and add value to the organization.

This spectrum of motivational quality provides a different lens for assessing employee
engagement. Higher motivational quality has been associated with greater learning
(Vansteenkiste et al., 2009),persistence , creativity(Amabile et al, 1986) , and performance
(Barnes, 2018), among other positive outcomes. Benefits of empowering workers through more
meaningful and satisfying work have been discussed for more than half a century (McKelvey and
Sekaran, 1977).

Previous research stated that evidence-based approaches, therefore, are those that deploy well-
validated metrics of the motivational and emotional components that are proven to drive
engagement, versus simply measuring the positive outcomes of engagement which lead to high
performance. Employee engagement has been variously defined as loyalty, work passion,
organizational commitment, job involvement, and willingness to invest discretionary effort
(Baradihi, 2012). However, these antecedents primarily don’t capture the continuous journey in
work management or HRD. Therefore, the existing measurement are often seen as “lagging
indicator” of good cultures that succeed in spotting engagement with positive outcomes. Yet in
current pandemic situation , the modern Human Resource development(HRD) had created new
set of dynamics to build employee engagement, new approaches to performance to maximize
productivity. Therefore it is essential to measuring the core experiences that build or detract from
engagement and optimal performance, and then using an effective framework to act is suggested.

In this research, HPWS require that the employees are able to increase job engagement and
organizational culture, measurement of employee motivation towards job accomplishment;
however, measurement of these factors is often limited in research, and rarely combined in the
current work practices especially in this post covid work enviroment. Previous research focused
on the implementation of HPWS which has played a key role in increasing the creativity and
work effectiveness of employees (Al-Ajlouni, 2021b). According to Chen, Lin, and Wu (2016)
HPWS as a means to motivate employees to perform better. Some research results prove that
HPWS has a significant positive effect on employee creativity (Baradihi, 2012; Riana et al.,
2020). However, there is a significant knowledge gap that can be improved specially to
accommodate post covid situation and focusing on implementation of HPWS.

Needless to mentione that there are many research direction stated that future HR practice or
HRM need to look in stimulating employee creativity which influences better performance.
Employee Creativity has a significant positive effect on employee performance (Imran et al.,
2018; Ismail et al., 2019; Laksmana and Riana, 2020). Therefore, the current research is
conducted to close the gap by improving employee work involvement with the integration of
Design Thinking process. Current research attempts to extend the Self-Determination Theory in
Human Resource (SDT) which will benefit the HPWS research arena and provide organizations
with models that can directly influence how their organization will develop HR systems in the
future. In addition, a study to evaluate these aspects can provide the field with increased
knowledge of important HR factors, such as autonomy, relatedness, competence which leads to
high job engagement and eventually lead to better organizational performance.
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Autonomous employees greatly value doing work well. Therefore, job designs would be efficient
and supported with the integration of design thinking process which is an essential need for
autonomy where daily tasks feel meaningful and important. Each of the employees must feel
independent or have relatedness feeling that they are connected. Integrating design thinking
process in HPWS allow employees to engage in create interaction among employees and with
their superiors and other colleagues and also be in self space and explore divergent ideas (Rouse,
2020). The empathy process is a design thinking support deep, diverse understanding of
employee’s needs, values and desires are established, autonomous in employees work process.
Employees’ competency level can be enhanced via training and development HR practices where
employee’s Knowledge skills and abilities get enhance and thereby they are more confidents,
efficient at work, and have opportunities to grow in the organization. Integrating DT process or
steps in improving competency can be ideation which involves generating solutions by combining
empathy and observation; this usually requires a multidisciplinary team to address a complex
issue. The prototype phase involves generating and testing multiple alternative solutions before
finally selecting the best solution through an iterative process. testing involves obtaining feedback
about the prototypes from the user group, transferring empathy, as well as refining the solutions
(McLaughlin et al., 2019; Roberts et al., 2016; Valentine et al., 2017). Hence, integrating DT
processes in Self-Determination Theory in Human Resource (SDT) is a future-facing and
strength-based approach (Chiu, 2021). Extending SDT theory supports human-centered process
that emphasizes observation, collaboration, fast learning, visualization of ideas, rapid concept
prototyping, and concurrent business analysis which ultimately influences innovation and overall
performance (Celaya, 2015; Girisha, 2020; Liem and Brangier, 2012).

In summary SDT theory and the design thinking process in HPWS certainly directly predicts
engaging behavior in employees, foster learning, innovate problem solving and create a constant
feedback loops (Zhao et al., 2022).Thus these direct benefits may further increase organizational
commitment and employee loyalty (Doshi & McGregor, 2015) and overall performance in
intelligent office paradigm. To best of our knowledge, linking HPWS to DT is a completely
unexplored area of focus in the research domain. Therefore, the study makes a groundbreaking
contribution to development of future research direction through extensive literature review
pertaining HPWS and its relatedness to DT to enhance higher organizational performance.

The table below summarises other theories that are closely related to employee creativity,
innovation , employee collaborative behaviour that can relate to design thinking process to
improve organizational performance ,innovative work system and so on. Several theories give
insight into the current challenges in the intelligent office context, as shown in Table 2. These
theories were obtained from preliminary reading before the systematic review.

Table 2. Relevant theories: HPWS and DT

Type of Theories Description of the theories Why it is suitable for this
research

Social Exchange | This theory emphasizes employee | Although SET theory focuses

Theory (SET) creativity behaviour engagement in | on employee engagement

best practices, which subsequently | and shaping innovative
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shape collaborative

behaviours.

employees’

behavior, the traditional
method of HRD processes in
organizations creates a gap in
HR-related
Integrating the DT approach
will shed some light on
closing the current gap (Al-

Ajlouni, 2021a).

research.

Theory of HR Co-
Creation

A substantial impact is created to
serve multiple stakeholders, thereby
maximizing value to the
organizational practices and
enabling the path to better HR
practices for a new norm of work
processes (Hewett and Shantz,
2021).

This theory opens up new
avenues for HR design and
practice, such as information
flows through a value chain
path; employee engagement,
collaboration and feedback
will be involved in a cyclic
structure that focuses on
performance.

(Sharma and Bansal, 2020)

Self-Determination
Theory in  Human
Resource (SDT)

SDT theory focuses on HRD that
effectively fosters motivation within
employees. This theory encourages
and
enhancing performance in
workplace.

autonomy competency in

the

This theory will be related to
this study because the
motivation within
employees is essential

during the post-COVID-19
pandemic and may lead to
future workforce
transformation. Thus,

factor

the relatedness will improve
talent retention and build
highly engaged and
motivated cultures

that improve performance
(Rigby and Ryan, 2018)

This study has the following objectives:

a) To examine the research gaps on high-performance work systems in the intelligent office

domain

b) To propose an HPWS-integrated DT conceptual framework towards a high-performance work
system for the intelligent office.
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4.0 Methodology

This study aimed to examine the systematic literature review papers that highlight issues and
challenges in the design of a high-performance work system in the intelligent office domain.
Thus, this study presents a preliminary conceptual framework wherein knowledge in the field of
HPWS and DT core elements can be adopted in the intelligent office domain. Tranfield's five-
stage methodology is applied to bridge the research gap in this study. For systematic literature
reviews, Tranfield's technique is well-known and often referenced. The following are the five
steps of Tranfield's approach that were employed in this study:

a) Planning the review proposal

b) Conducting the review

c) Extracting and synthesizing the research data
d) Reporting and disseminating the conclusions
e) Using the results in practice

Stage 1: Planning the review proposal

Stage 1's primary goal is to develop a bridge and establish the overview and extent of the study
completed on the selected I0's DT-HPWS design implementation and, as a result, to improve
organizational performance. This study aims to give researchers a complete assessment of DT-
HPWS implementation, focusing on staff performance for their future research setup. The
primary goal of this stage is to tell the research community about prospective study paths in the
area and to offer information on the hidden reasons for relevant skillset transformation in this
new norm of work practises.

Stage 2: Conducting the review

During this stage, the solutions are identified to enable HR personnel to provide the HR practices
in the new norm of work infrastructure and employee engagement initiatives in a workforce. The
approaches are frequently put forward to foster greater engagement (Sharma and Bansal, 2020).
The findings of this study might have far-reaching repercussions for HR professionals and
workers, promoting a human-centred perspective and focusing on generative thinking and
creativity thru the DT and HPWS approach.

This study aims to examine the organizational benefits of the DT and HPWS approach and their
effect on the IO's organizational efficacy and operational implementation. This study's objectives
include determining DT and HPWS implementation benefits and effective practice in intelligent
offices. The scholars believe that all the shortfalls are critical to fully comprehend the
consequences of the DT approach in HPWS practice in the 10. Furthermore, this study aims to
develop a DT-HPWS framework for future use in intelligent offices, offering a quick way of
promoting innovative possibilities in the workspace and improving performance.

Inclusion and exclusion criteria

Articles were gathered from the start of the database through March 14, 2022. The inclusion and
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exclusion criteria for the articles are listed in Table 3. The hunt took place between May 15, 2021,
and March 14, 2022.

Table 3. Inclusion and exclusion criteria

Criteria Inclusion Exclusion
Literature | Indexed journal Non-indexed journals,
(research articles) systematic review articles, book

chapters and conference proceedings

Language | English No other language

Indexes Scopus, Social Science Citation Index | Non-indexed journals
and Australian Business Deans Council

Stage 3: Extracting and synthase the research data

The author collected the papers and the information related to the results and their perspective.

Stages 4 and 5: Reporting and disseminating of findings and using findings in practice

The number of papers included in this review based on the exclusion and inclusion criteria is
presented in Table 4.

Table 4. Search results

Keyword combination used
High High Performance | High High
Performance Work System | Performance Performance
Work  System | (HPWS) Work  System | Work System
(HPWS) (HPWS) (HPWS)
AND AND AND
DT DT DT
AND AND
Performance Intelligent Office
AND
Performance
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Online

Journal

Database

Emerald 814 15 4 0
Taylor & | 19225 100 2 0
Francis

SAGE 6387 60 1 0
Journal

Elsivier 5016 68 1 0
Total 31442 164 8 0

5.0 Study Criterion

Table 3 above presents the articles found with the figures presented. Most HPWS papers were
found in the Taylor & Francis database. When multiple keywords were combined in a search,
Science Direct returned more relevant publications than the other online databases. Eight (8)
papers were identified with HPWS direction, DT and performance as the dependent variable. We
further analyzed papers to gain some perceptions. HPWS and innovative work among employees
in the 10/virtual/hybrid office domain were discussed; however, the integration of the DT process
is lacking in the existing research. Table 5 lists the HPWS that support innovative organizational
culture.

Table 5. Synthesis of literature on HPWS and the critical success factor

No | Authors (year) Title of Article Findings/Themes

1 | Mateus Ximenes, Wayan Gede | Entrepreneurial leadership | The study establishes

Supartha, Gusti Ayu Manuati | moderating high | the existence of

Dewi &  Desak  Ketut | performance work system | correlations between

Sintaasih(2019) and employee creativity on | high-performance work
employee performance systems, employee

creativitythat effect on
employee performance.
It concludes t
entrepreneurial
leadership plays a role
as a moderator of the
relationship of high-
performance work

systems and employee
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creativity to employee
performance.

2 Suna Lewe Nielsen
Poul Rind Christensen

Pia Storvang(2021)

Does Design Thinking
Benefit Ambidextrous
Dynamics between SME
Managers’ Entrepreneurial
and Administrative
Mindsets?

The aim of this study is
to explore the potential
of Design Thinking to
bring value to small
firms through
ambidexterity, which is
essential to  firms’
performance and
survival. The  study
reveals that Design
Thinking does put into
motion the managers’
ambidextrous thinking.
Some Design Thinking
principles reinforce
entrepreneurial thinking,
some administrative
management  thinking,
while  others, again
reinforce flexible
ambidextrous
management thinking

3 Evrim Gemici

Cemal Zehir(2021)

High-performance work
systems, learning
orientation and
innovativeness: the
antecedent role of
environmental turbulence

this paper extablishes
empirical examination
whether environmental
turbulence leads to the
adoption  of  high-

performance work
systems (HPWS) and
learning orientation

(LO) in organizations
and  contributes  to
innovativeness. It s
intending to increase
their innovativeness by
stimulating a learning
culture and focusing on
human capital through
HPWS.
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4 Rebecca Hewett and Amanda
Shantz (2021)

A theory of HR co-creation

elsevier

HR co-creation provides
considerable insight into
HR wvalue creation. It
reframes the design and
use of HR practices as a
continuous process that
the
collaborative efforts of

derives from
HR and users to innovate
HR practices that meet
multiple user needs. The
conceptualization  also
offers a way to balance
the interests of multiple
stakeholders by focusing
on value as a sum of

various stakeholder
interests.

5 | Shana Yarberry and Cynthia | The Impact of COVID-19- | More intentional
Sims (2021) Prompted Virtual/Remote | activities that engage
Work Environments on | employees in dialogue,
Employees’ Career | including learning
Development: Social | communities, employee
Learning Theory, | resource groups and
Belongingness, and Self- | communities of practice,
Empowerment could be created and
administered remotely.
HRD professionals,
managers, Supervisors,
and others involved in
ensuring that workers
are engaged, supported,
and continuously
building skills while

working virtually

6 | [lhaamie Abdul Ghani Do HRM practices The purpose of this

Azmi, Junaidah Hashim (2022)

facilitate innovation? A
qualitative study in a
developing country

study is to examine the
implementation of
human resource
management (HRM)
practices that facilitate
innovation in the public
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sector in a developing
country. Future reseach
indicated that; would be
interesting to know
different approaches in
HRM implemented in
the private organizations
as well as to examine
their influences on
performance and other
organizational factors.

Jola Ade Ashiru
Galip Erzat Erdil
Dokun Oluwajana(2022)

The linkage between high
performance work systems
on organizational
performance, employee
voice and employee
innovation

The purpose of this
research is to examine
HPWS impact on
employee innovation
and organization
performance.Future
research should employ
other theories of
strategic human
resource management
(SHRM) to further
explore more factors
that influence the
HPWS on employee
innovation, employee
voice and organization
performance.

Mohammed Igbal Al-Ajlouni

(2021)

Can high-performance
(HPWS)
organizational

Employee

work  systems
promote

innovation?
perspective-taking,

engagement and creativity
in a moderated mediation

model

emerald

Low levels of HPWS
indicate that employees
believe that their
organizations are still
not fully efficient in
providing  the  best
possible HPWS from the
employees’ perspective.
Therefore, organizations
should investigate these
practices from their
employees’ point of
view. HPWS by itself
cannot achieve better
outcomes in shaping
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employees’ behaviours
and attitudes.

6.0 Research gaps specific to this study

The main gaps identified in this study are the importance of soft skills development and the value
of the DT approach. There are limited studies conducted in the area of HPWS integrated with DT
success in the context of the 10. Intelligent offices focus on autonomy and self-empowerment,
who rely on their cognitive ability and are driven to succeed (Yarberry and Sims, 2021). During
uncertainty and unexpected circumstances, HRD professionals should be aware that they are in
the best position to have the most effect and organizational contribution to employee development
(Bailey et al., n.d.). As a result, HRD experts may act as change agents and spearhead initiatives
to assist, maintain, and enhance the career development of today's 1O or virtual workforce.

The lack of data and research on intelligent offices exemplifies this issue, intending to learn more
about the elements that drive HPWS on employee innovation, employee voice and organization
performance. 10 must understand and adopt any possible recommendations. Previous studies
exhibited HPWS and categorized it into standard HR-related practices, usually seen as co-
dependent. Thus, the implications of this study help IOs decide whether or not to invest in HPWS
and DT to reap the advantages fully.

The number of keywords chosen is a drawback of this study. The selection of keywords is based
on the research focus. However, if the keywords are broadened to include a non-specific field of
study, such as intelligent office, more publications would be found, potentially leading to
publishing biases.

Gap 1: The results show a substantial research gap in HPWS design in the perspective of 10s that
focuses on organizational performance and integrates the DT method.

Gap 2: Designing design thinking for HRD certainly offers a means to add to the HRD
practitioner toolkit and advance HRD practice.

Gap 3: In the framework of the 1O that emphasizes employee innovation behaviour, there is a
research gap in HPWS success to prevent resistance to engagement towards achieving
competitiveness.

Gap 4: A research gap in HPWS theories that focus on HR traditional approaches in the context
of IO addresses the mechanism considering employees' level of assessment of their behaviour.

6.1 Concept Framing

Figure 1 offers a conceptual framework for research to enhance HPWS design by concentrating
on the DT method and employing the three fundamental theories to comprehend the three
different dimensions which positively influences behavioural outcome, such as performance as a
whole: (a) transformational leadership, job design and interpersonal relationship: SDT, (b) self-
learning and engagement: social exchange theory, (c) innovative problem solving: DT.
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Figure 1 : HPWS- Design Thinking Conceptual Framework

Fig. 1 HPWS- Design Thinking Conceptual Framework.

6.2 Future research recommendation

Researchers examining the relationship between HPWS and DT might use the significant findings
of the current study in intelligent office success to investigate ideas for future work. The following
are two significant study themes to examine in the future:

e Theme 1: HPWS implementation that takes effect more strictly in the intelligent office
domain using the DT approach to evaluate organizational performance

e Theme 2: Fostering employee behaviour towards the innovative problem-solving
mechanism

e Theme 3 : Investigate other theories such as theory of co-creating and social exchange
theory, AMO and RBV theory in relation to design thinking to evaluate organizational
performance.

7.0 Managerial Implication

This study has tried to enhance the understanding of the HPWS and DT effectiveness, particularly
in enhancing organizational performance. Designing design thinking in HPWS within the
organisatiion can systematically contribute to HR practitioners as a toolkit and advance HR
practices which can lead to greater organizational performance. It was discussed throughout the
paper that design thinking is future oriented approach and managers in this globalised
environment are constantly challenged by uncertainities. Therefore, it will be a win win situation
for HR practitioner to adopt to a new techniques to enhance emplyees knowledge skills and
abilities (KSA) to evolve and emerge.

8.0 Concluding remarks

Principles of HPWS by Nadler (1997) stated that HPWS design should start outward, focusing
on customer requirements and then working backwards on the solution and work processes.
However, this study focuses on the opposite direction, stressing the internal work process and
crafting the processes innovatively and collaboratively using DT stages. The problems that arise
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in today's corporate world is quite complex, and many new norms of the work process have been
in line in the last three years of pandemic and post-pandemic. Thus, identifying the internal work

processes and redefining them would enrich and increase employees' motivations, eventually

enhancing flexibility in assigned tasks in the complex problem-solving mechanism. Focusing on

customer requirements and then working backwards would temper the work processes and delay
the solution. Furthermore, employees will only work on predefined issues rather than many actual
problems that may arise in an organization. Therefore, the DT approach in HPWS crafts and
cultivates the new skills of involvement into action, mapping problems together and thus solving
them efficiently.
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