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[bookmark: _Hlk157436128]ABSTRACT
This study examines the potential impact of service-oriented high-performance work systems (SOHPWS) and inclusive leadership on employee outcomes in dynamic healthcare environments. By integrating human capital and dynamic capabilities theories, we develop a moderated mediation model to investigate how SOHPWS might influence task performance and thriving at work, with adaptive performance as a mediator and inclusive leadership as a moderator. Using a two-wave survey of frontline doctors from large Chinese hospitals, we will assess the relationships between SOHPWS, adaptive performance, task performance, and thriving at work. We propose that SOHPWS enhances adaptive performance, which in turn improves task performance and thriving at work, and that inclusive leadership strengthens this relationship. This study aims to bridge strategic HRM with strategic management, highlighting the potential role of adaptive performance in translating HR practices into positive employee outcomes and the importance of inclusive leadership in fostering an adaptable, high-performing workforce. These insights seek to provide empirical evidence on enhancing employee performance and well-being in healthcare.
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1. INTRODUCTION
Healthcare policy reforms, advancements in medical technology (Tu, Wang, and Wu, 2018), growing customer expectations, and increasing competition place healthcare organizations in a constantly changing environment. Such dynamic environments threaten employees' performance and well-being (Kowalski and Loretto, 2017) and challenge organizations' ability to deliver high-quality services (Agwunobi and Osborne, 2016). Healthcare relies heavily on the expertise and skills of frontline employees to provide high-contact medical services (Asante et al., 2022). Doctors, for example, must make accurate diagnoses and perform medical procedures with precision. A high-performing and thriving workforce is crucial for delivering quality healthcare services. Task performance, the proficiency in carrying out core tasks (Koopmans et al., 2014), is essential for healthcare professionals. Thriving at work, marked by vitality and learning (Spreitzer et al., 2005), helps employees relieve stress, reduce burnout (Hildenbrand, Sacramento, and Binnewies, 2016), improve health (Walumbwa et al., 2018), and perform highly (Elahi et al., 2020). Therefore, a high-performing and thriving workforce is vital for healthcare organizations, especially in dynamic environments.
Strategic human resource management (SHRM) enhances employee outcomes, aligns with organizational goals (Jiang and Messersmith, 2018), and contributes to dynamic capabilities (Garavan et al., 2016). Service-oriented high-performance work systems (SOHPWS), a type of SHRM, combine high-performance work systems (HPWS) with service orientation to optimize service quality, customer satisfaction, and organizational effectiveness (Liao and Chuang, 2004). SOHPWS encompasses HRM practices designed to enhance employees' competencies, motivation, and performance in delivering high-quality service (Liao et al., 2009). Empirical evidence suggests SOHPWS improves service employee performance and well-being in the service sector (Luu, 2019; Jo et al., 2020). However, its impact on frontline employees' task performance in dynamic environments remains unclear. Moreover, the literature shows mixed effects of SOHPWS on employee well-being. One study indicated that SOHPWS increased strain on healthcare employees, leading to mental and physical health issues (Wang, Xing, and Zhang, 2021), while another found it promoted psychological health (Jo et al., 2020). These discrepancies highlight the need for more evidence to understand the relationship between SOHPWS and employee well-being in service contexts (Wang et al., 2022). Our research questions are:
RQ1: Does SOHPWS impact frontline employees' task performance and thriving at work?
RQ2: How and when does SOHPWS lead to employees' task performance and thriving at work?
[bookmark: _Hlk170456530][bookmark: _Hlk160099383][bookmark: _Hlk160095700][bookmark: _Hlk160203167]This study draws on the human capital theory and dynamic capabilities view as the underpinning theories. Dynamic capability is the organization's ability to integrate, build and reconfigure internal and external competencies to address rapidly changing environments (Teece, Pisano and Shuen, 1997). Human capital is the knowledge, skills, and abilities embedded within individuals, which is considered a vital organizational resource (Ployhart and Moliterno, 2011) and a pivotal source of dynamic capabilities (Hsu and Wang, 2012; Schilke, Hu and Helfat, 2018). According to the human capital theory and dynamic capabilities view, SOHPWS improves employees' human capital by offering them new knowledge and skills, enhancing their ability to address changes, and ultimately promoting their task performance and thriving at work in a dynamic environment. Building such an adaptive labor force is the process of integrating and reconfiguring human resources to respond to the external environment, which creates the dynamic ability of an organization. 
Adaptive performance has become increasingly important as work demands a wide array of interpersonal skills, the capability to handle unstable competitive environments and adjustments to evolving technology (Park and Park, 2019). It is defined as the ability to adjust behaviors to meet changing environmental demands (Charbonnier-Voirin and Roussel, 2012). We propose employee adaptive performance as a mediator between SOHPWS and task performance, as well as between SOHPWS and thriving at work. In addition, leaders have a vital role in interpreting and conveying signals to their employees and influencing the HR function of hospitals (Townsend et al., 2012), but few studies consider the interaction effect of HRM and leadership on employee performance (Leroy et al., 2018). This study proposes that inclusive leadership moderates the SOHPWS- adaptive performance relationship. Figure 1 shows our study's research model. 

Figure 1    Proposed Conceptual Framework

2. Underpinning Theory and Hypotheses Development
2.1 The Mediating Role of Adaptive Performance
According to human capital theory (Ployhart and Moliterno, 2011), an individual's stock of knowledge, skills, abilities, and other forms of capital contribute to productivity and well-being. Human capital can be increased through education, training, and experience. Applying this theory, we propose that SOHPWS enhances employees' adaptive performance by providing updated knowledge and skills through training and capacity development programs. Highly adaptive employees continuously update their skills and strategies to navigate changes effectively, leading to a sense of vitality and learning, which promotes thriving at work. Therefore, we hypothesize the following: 
Hypothesis 1a: Adaptive performance mediates the positive relationship between SOHPWS and task performance.
Hypothesis 1b: Adaptive performance mediates the positive relationship between SOHPWS and thriving at work.
2.2 Moderating Effect of Inclusive Leadership
Inclusive leadership is a relational leadership that emphasizes availability, accessibility, and openness (Carmeli, Reiter-Palmon and Ziv, 2010). In highly hierarchical medical organizations, inclusive leadership uniquely creates psychological safety (Lee and Dahinten, 2021), promotes employee performance (Mitchell et al., 2015), and motivates employees to engage in quality improvement work (Nembhard and Edmondson, 2006). When department leaders have a higher level of inclusive leadership, they are more likely to facilitate and support employees in acquiring new knowledge and skills from SOHPWS, positively improving their ability to deal with changes and strengthening the relationship between SOHPWS and adaptive performance. On the contrary, when employees experience a low level of inclusive leadership, they may have relatively less support and resources to cope with challenges and new problems at work. Hence we propose: 
[bookmark: _Hlk170324466][bookmark: _Hlk170416643]Hypothesis 2: Inclusive leadership moderates the positive relationship between SOHPWS and adaptive performance such that the SOHPWS-adaptive performance relationship will be stronger when inclusive leadership is high.
Based on the explanation on the mediating influence of adaptive performance and the moderating role of inclusive leadership in the SOHPWS-adaptive performance relationship, we also propose the following hypotheses:  
Hypothesis 3a: Inclusive leadership moderates the indirect effect of adaptive performance in the relationship between SO-HPWS and task performance, such that the indirect effect will be stronger when leaders have higher rather than low inclusive leadership.
Hypothesis 3b: Inclusive leadership moderates the indirect effect of adaptive performance in the relationship between SO-HPWS and thriving at work, such that the indirect effect will be stronger when leaders have higher rather than low inclusive leadership.
3. METHODOLOGY
Since HPWSs are implemented in large hospitals (i.e., more than 500 beds) (Lee, Lee and Kang, 2012), we selected large hospitals from nine cities. Before data collection commenced, we contacted these hospitals to confirm that they had implemented SOHPWS. We used a two-wave design with a two-week interval to collect data through online questionnaires. This temporal separation aimed to control for common method variance (Podsakoff et al., 2003). At Time 1, data on thriving at work, task performance and inclusive leadership were collected while SOHPWS and adaptive performance was measured at Time 2. Data was analysed using the AMOS software and Hayes' PROCESS macro (Model 4 and Model 7).
PRELIMINARY FINDINGS
1. Adaptive Performance and Task Performance:
· The regression coefficient for adaptive performance predicting task performance was significant (b = 0.538, SE = 0.094, p < 0.001).
· However, the direct relationship between SO-HPWS and task performance was not significant (b = 0.123, SE = 0.071, p = 0.082).
· The indirect effect of SO-HPWS on task performance via adaptive performance was significant (b = 0.284, boot SE = 0.050, 95% CI [0.188, 0.386]), indicating full mediation. Thus, Hypothesis 1a was supported.
2. Adaptive Performance and Thriving at Work:
· The regression coefficient for adaptive performance predicting thriving at work was significant (b = 0.459, SE = 0.067, p < 0.001).
· The direct relationship between SO-HPWS and thriving at work was also significant (b = 0.276, SE = 0.051, p < 0.001).
· The indirect effect of SO-HPWS on thriving at work via adaptive performance was significant (b = 0.242, boot SE = 0.042, 95% CI [0.164, 0.328]), indicating partial mediation. Thus, Hypothesis 1b was supported.
3. Moderating Effect of Inclusive Leadership:
· The interaction between SO-HPWS and inclusive leadership in predicting adaptive performance was significant (b = 0.123, SE = 0.035, p < 0.001), with a 95% CI of [0.055, 0.191], excluding 0.
· This supports Hypothesis 2, suggesting that inclusive leadership strengthens the positive relationship between SO-HPWS and adaptive performance.
4. Inclusive Leadership and Task Performance:
· Adaptive performance had a significant effect on both task performance (b = 0.538, SE = 0.094, p < 0.001) and thriving at work (b = 0.459, SE = 0.067, p < 0.001).
· The indirect effect of SO-HPWS on task performance via adaptive performance was significant at both high (b = 0.315, boot SE = 0.059, 95% CI [0.204, 0.437]) and low (b = 0.231, boot SE = 0.042, 95% CI [0.151, 0.317]) levels of inclusive leadership.
· The index of moderated mediation was significant (b = 0.066, boot SE = 0.026, 95% CI [0.020, 0.121]), confirming the statistical significance of the difference between the two conditional indirect effects. Thus, Hypothesis 3a was supported.
5. Inclusive Leadership and Thriving at Work:
· The positive indirect effect of SO-HPWS on thriving at work via adaptive performance was significant at both high (b = 0.269, boot SE = 0.047, 95% CI [0.181, 0.365]) and low (b = 0.197, boot SE = 0.036, 95% CI [0.129, 0.275]) levels of inclusive leadership.
4. THEORETICAL IMPLICATIONS
This study enriches HRM literature by integrating human capital and dynamic capabilities theories to build a moderated mediation model, investigating the roles of SO-HPWS and inclusive leadership on employee outcomes in dynamic environments. This approach addresses the complexities of strategic HRM through a multi-level theoretical lens (Jiang et al., 2013) and enhances human capital in organizations (Boon et al., 2018). It bridges strategic HRM with strategic management, providing insights into how HR practices and inclusive leadership influence employee outcomes and long-term organizational capabilities (Jackson et al., 2014).
Additionally, the study extends the dynamic capability view by exploring micro-level processes for building organizational dynamic capabilities (Felin et al., 2012). It recognizes adaptive performance as the expression of dynamic ability at the individual level and identifies it as a mediator between SO-HPWS, employee task performance, and thriving at work. This sheds light on the relationship between strategic HRM and performance in dynamic environments, responding to calls for deeper insights into adaptive processes and their predictors (Jundt et al., 2015) and providing empirical evidence in the healthcare context (Krijgsheld et al., 2022). The study also highlights the interaction effect of HRM and leadership on employee outcomes (Leroy et al., 2018; Nishii & Paluch, 2018), emphasizing the role of inclusive leadership in enhancing employee competency and well-being, fostering organizational agility and dynamic capabilities (Lopez-Cabrales et al., 2017).
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