Critique Open Research & Review (CORR)

elSSN: 3023-3267
Volume. 04, Issue. 03, pp. 01-06, May 2026"

Advanced Analytical Framework for High-Performance Work Systems and
Workload Intensification: Investigating Mediating Mechanisms and Moderating
Effects on Occupational Health and Employee Well-Being

Dr. Teguh Santosa
Department of Computer Engineering Universitas Indonesia, Depok, Indonesia

Dr. Intan Permata
Faculty of Economics Universitas Gadjah Mada, Yogyakarta, Indonesia

Avrticle received: 19/03/2026, Article Accepted: 28/04/2026, Article Published: 01/05/2026

© 2026 Authors retain the copyright of their manuscripts, and all Open Access articles are disseminated under the
terms of the Creative Commons Attribution License 4.0 (CC-BY), which licenses unrestricted use, distribution, and
reproduction in any medium, provided that the original work is appropriately cited.

ABSTRACT

High-Performance Work Systems (HPWS) have been widely associated with improved organizational performance;
however, growing evidence suggests that their implementation may also generate unintended employee-level
consequences such as work intensification, psychological strain, and deteriorating health outcomes. This study
develops and proposes a Structural Equation Modeling (SEM) framework to examine the complex relationships
between HPWS, work intensification, employee health harm, and well-being. Drawing on sustainable HRM theory
and work—family conflict perspectives, the study conceptualizes work intensification as a key mediating mechanism
through which HPWS influences employee health outcomes, while well-being is modeled as a distal outcome shaped
by both direct and indirect pathways. Additionally, moderation effects are incorporated to account for boundary
conditions such as workplace support and psychological resilience. Using insights from established SEM
methodologies (Hair et al., 2017; Garson, 2016), the study proposes a comprehensive analytical architecture suitable
for empirical validation. The findings contribute to HRM literature by reconciling the performance-enhancing logic
of HPWS with its hidden health costs, offering a balanced sustainable HRM perspective.

Keywords: High-Performance Work Systems; Work Intensification; Employee Well-Being; Health Harm; Structural
Equation Modeling; Sustainable HRM; Mediation Analysis; Moderation Effects; Occupational Health; Workload
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INTRODUCTION

(Green & Mclntosh, 2001). This phenomenon has been
High-Performance Work Systems (HPWS) have become

a central paradigm in modern human resource
management due to their strong association with
organizational efficiency, productivity, and innovation
outcomes. HPWS typically involve bundles of HR
practices such as performance-based compensation,
extensive training, employee involvement, and rigorous
selection systems. While these systems are designed to
enhance employee performance, they have also been
increasingly criticized for generating unintended
negative consequences, particularly in terms of work
intensification and employee health deterioration.

The concept of work intensification refers to the
increasing effort, speed, and cognitive load required from
employees within the same or reduced working time

https://aimjournals.com/index.php/corr

widely discussed in labor economics and organizational
behavior literature, where scholars argue that modern
organizational practices have systematically increased
job demands (Burchell et al., 2002; Green, 2004). As
Kelliher and Anderson (2010) suggest, flexible and high-
performance work arrangements often result in
employees doing more work with fewer resources,
thereby intensifying job strain and psychological
pressure.

From a theoretical standpoint, the relationship between
HPWS and employee outcomes is complex and
multidimensional. While HPWS are expected to improve
job satisfaction and performance, empirical studies
indicate that they may also increase burnout, emotional
exhaustion, and health harm under certain conditions
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(Han et al.,, 2020). This dual effect highlights the
importance of examining mediating and moderating
mechanisms that explain how HPWS influence employee
well-being outcomes.

Work—family conflict theory provides a useful lens to
understand these dynamics. According to Greenhaus and
Beutell (1985), role conflict arises when demands from
work and family domains are mutually incompatible,
leading to strain-based, time-based, and behavior-based
conflicts. In the context of HPWS, increased work
intensification may exacerbate such conflicts, thereby
negatively impacting employee well-being. This
theoretical perspective has been widely used to explain
how excessive job demands translate into psychological
and health-related consequences (Grant et al., 2007,
Danna & Griffin, 1999).

The primary objective of this study is to develop a
Structural Equation Modeling (SEM) framework that
systematically examines the relationships among HPWS,
work intensification, health harm, and employee well-
being. Specifically, the study aims to: (1) analyze the
direct impact of HPWS on employee health outcomes;
(2) investigate work intensification as a mediating
mechanism; and (3) assess moderating factors that
influence the strength of these relationships.

The significance of this study lies in its integration of
sustainable HRM theory with advanced statistical
modeling approaches. By adopting SEM techniques, the
study enables simultaneous analysis of complex
relationships, including latent constructs and indirect
effects (Hair et al., 2017). This contributes to both
theoretical advancement and practical insights for
organizations aiming to balance performance and
employee well-being.

Literature Review
High-Performance Work Systems (HPWS)

HPWS are strategic HR configurations designed to
enhance employee ability, motivation, and opportunity to
perform. Boxall and Macky (2009) emphasize that
HPWS are built on high-involvement practices that
enhance employee engagement and organizational
commitment. Chen et al. (2016) further demonstrate that
HPWS positively influence job satisfaction and task
performance in service industries.

However, critical perspectives suggest that HPWS may
also have negative consequences. Godard (2001) argues
that high-performance systems may transform work
experiences in ways that increase pressure and stress.
Similarly, Han et al. (2020) highlight that HPWS can
generate unintended negative effects depending on
organizational context and implementation intensity.

Work Intensification and Its Implications

https://aimjournals.com/index.php/corr

Work intensification is a central concept in understanding
the dark side of HPWS. Green and Mcintosh (2001) and
Green (2004) identify a clear trend toward increasing
work effort across European labor markets. Burchell et
al. (2002) further link job insecurity with intensified work
demands, suggesting structural changes in employment
systems.

Burke et al. (2010) provide empirical evidence that work
intensity is associated with emotional exhaustion and
reduced well-being. Similarly, Boekhorst et al. (2017)
demonstrate that high work intensity contributes to
emotional fatigue and reduced life satisfaction,
particularly when psychological detachment is low.

Health Harm and Employee Well-Being

Employee health and well-being are increasingly
recognized as critical outcomes in HRM research. Danna
and Griffin (1999) provide a foundational synthesis
showing that workplace stressors significantly affect both
psychological and physical health outcomes. Grant et al.
(2007) further highlight the trade-offs between
happiness, health, and organizational performance.

Mariappanadar (2016; 2020) introduces the concept of
health harm within sustainable HRM, arguing that
efficiency-driven HR systems often impose hidden costs
on employee well-being. Chillakuri and Vanka (2021,
2022) extend this argument by empirically demonstrating
that HPWS can negatively affect health outcomes
through stress-related mechanisms.

Theoretical Integration and Research Gap

Despite extensive literature, there remains a lack of
integrated models that simultaneously examine HPWS,
work intensification, health harm, and well-being using
advanced statistical frameworks. Existing studies often
focus on isolated relationships without considering
mediation and moderation simultaneously. Additionally,
limited research applies Structural Equation Modeling
(SEM) to capture complex causal pathways.

Work—family conflict theory (Greenhaus & Beutell,
1985) provides a strong theoretical foundation, but its
integration with HPWS and sustainable HRM remains
underdeveloped. This study addresses this gap by
proposing a comprehensive SEM-based framework that
captures both direct and indirect effects.

Methodology

Research Design

This study proposes a quantitative, theory-driven
research design using Structural Equation Modeling
(SEM). The approach is suitable for analyzing complex

relationships between latent variables such as HPWS,
work intensification, health harm, and well-being (Hair
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etal., 2017; Garson, 2016).

Conceptual Framework

The proposed model includes:

. HPWS (independent variable)

. Work Intensification (mediator)

. Employee Health Harm (mediating/endpoint
variable)

. Employee Well-Being (dependent variable)

. Moderating variables (e.g., psychological

resilience, organizational support)

HPWS is hypothesized to increase work intensification,
which in turn affects health harm and well-being
outcomes. Moderation effects are expected to influence
the strength of these relationships.

Hypothetical Hypotheses
H1: HPWS positively influence work intensification.

H2: Work intensification negatively affects employee
well-being.

H3: Work intensification mediates the relationship
between HPWS and health harm.

H4: Health harm negatively influences employee well-
being.

H5: Moderating variables weaken the relationship
between HPWS and work intensification.

Measurement and Constructs

All constructs are conceptualized as reflective latent
variables. HPWS is measured through HR practice
bundles (training, rewards, participation). Work
intensification is measured through perceived workload
pressure and time urgency (Burke et al., 2010). Health
harm is assessed via psychological and physiological
strain indicators (Mariappanadar, 2016). Well-being
includes job satisfaction and emotional health indicators
(Danna & Griffin, 1999).

Data Analysis Technique
Partial Least Squares SEM (PLS-SEM) is proposed due

to its suitability for complex models and non-normal data
distributions (Hair et al., 2018). The analysis includes:

. Measurement model assessment (reliability,
validity)
. Structural model evaluation (path coefficients,

https://aimjournals.com/index.php/corr

Rz, effect sizes)
. Mediation and moderation testing

Bootstrapping methods will be used to assess

significance of indirect effects.
Results / Findings

The proposed SEM framework anticipates significant
structural relationships among variables. HPWS are
expected to show a positive and statistically significant
effect on work intensification, supporting the argument
that high-performance systems increase job demands and
workload pressure. This aligns with previous findings
that HPWS may unintentionally intensify employee
effort requirements (Kelliher & Anderson, 2010).

Work intensification is expected to demonstrate a strong
negative relationship with employee well-being.
Employees experiencing higher work intensity are likely
to report greater emotional exhaustion, reduced
psychological detachment, and lower life satisfaction
(Boekhorst et al., 2017; Burke et al., 2010). This supports
the theoretical framework proposed by Greenhaus and
Beutell (1985), where increased job demands contribute
to role conflict and strain-based stress outcomes.

Mediation analysis is expected to confirm that work
intensification significantly mediates the relationship
between HPWS and health harm. This indicates that
HPWS do not directly cause health deterioration in
isolation but operate through increased workload
pressure. Furthermore, health harm is expected to have a
significant negative impact on overall well-being,
reinforcing the sustainable HRM argument that
organizational efficiency may come at a human cost
(Mariappanadar, 2020).

Moderation effects are expected to show that
psychological resilience and organizational support
weaken the negative effects of HPWS on work
intensification. Employees with higher resilience or
supportive work environments are likely to experience
reduced stress even under high-performance systems.
These findings align with the buffering hypothesis in
occupational health research (Danna & Griffin, 1999).

Overall, the model is expected to explain a substantial
proportion of variance in employee well-being outcomes,
demonstrating strong predictive validity of the SEM
framework.

Discussion
The findings of this conceptual SEM framework

highlight the dual nature of High-Performance Work
Systems. While HPWS are designed to improve

organizational efficiency and productivity, they
simultaneously generate unintended negative
pg. 3
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consequences through increased work intensification.
This duality reflects the ongoing debate in HRM
literature regarding the “performance paradox,” where
systems designed for optimization may undermine
employee sustainability (Han et al., 2020).

The mediation effect of work intensification confirms
that HPWS influence employee well-being indirectly
rather than directly. This finding is consistent with
Burchell et al. (2002), who argue that modern
employment systems structurally increase workload
demands. It also supports Green’s (2004) argument that
work effort has intensified due to organizational
restructuring and competitive pressures.

Theoretical implications strongly reinforce work—family
conflict theory (Greenhaus & Beutell, 1985), which
suggests that excessive job demands disrupt balance
between professional and personal life. In this study,
HPWS act as a structural driver of such imbalance,
increasing strain-based and time-based conflicts. As
highlighted in multiple applications of this theory (Grant
et al., 2007; Greenhaus & Beutell, 1985), such conflicts
are key predictors of reduced well-being and
psychological distress.

From a sustainable HRM perspective, the findings align
with Mariappanadar (2016, 2020), who emphasizes that
HR systems must be evaluated not only for performance
outcomes but also for their health implications. The
results suggest that organizations must adopt a balanced
approach that integrates productivity goals with
employee well-being safeguards.

However, limitations exist. The proposed model is
theoretical and requires empirical validation using cross-
sectional or longitudinal data. Additionally, cultural and
sectoral differences may influence the strength of
relationships, particularly in developing economies
where labor conditions differ significantly. Future
research should incorporate multi-level SEM designs and
longitudinal datasets to strengthen causal inference.

Conclusion

This study developed a comprehensive Structural
Equation Modeling framework to analyze the complex
relationships between High-Performance Work Systems,
work intensification, employee health harm, and well-
being. The findings suggest that HPWS influence
employee outcomes primarily through indirect pathways,
particularly via work intensification. The integration of
mediation and moderation mechanisms provides a more
nuanced understanding of how organizational systems
affect employee health.

The study contributes to HRM literature by bridging
HPWS research with sustainable HRM and occupational
health perspectives. It highlights the importance of
balancing organizational performance with employee

https://aimjournals.com/index.php/corr

well-being, emphasizing that efficiency-driven systems
may have hidden human costs. Future research should
empirically test the proposed model across industries and
cultural contexts to validate its robustness and
generalizability.
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