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Abstract: The study aims to analyze the influence of strategic human resource practices and
ethical leadership on organizational performance in star-rated hotels in Jakarta, mediated by
intellectual capital and sustainable competitive advantage. It addresses gaps in previous
studies by examining both factors simultaneously and introducing decision making based on
HR metrics. A quantitative method was employed, collecting data from HR supervisor level
in star-rated hotels in Jakarta, with 255 respondents. Hypotheses were tested using PLS-
SEM analysis. Results indicate that strategic human resource practices and ethical
leadership positively impact organizational performance. Intellectual capital and sustainable
competitive advantage mediate this effect. These findings underscore the importance of
investing in intellectual capital and sustainable competitive advantage to enhance hotel
performance. The study provides a reference for hotel management to develop effective HR
and leadership strategies, emphasizing the importance of intellectual capital and competitive
advantage. Regular monitoring and evaluation of these strategies are recommended to
ensure alignment and positive impacts on hotel performance. Future research should
consider adding variables such as technological readiness and innovation capability, given
the rapid technological advancements and intense competition in the hospitality industry,
which affect hotel performance and competitive advantage.

Keywords: Strategic Human Resource Practices, Ethical Leadership, Intellectual Capital,
Sustainable Competitive Advantage.

INTRODUCTION

The condition of the tourism and creative economy sector in Indonesia has begun to
improve after the pandemic, although it has not yet reached the pre-pandemic level. This
can be seen from data from the Central Statistics Agency (BPS) which recorded foreign
tourist arrivals in July 2023 increased by 74.07% when compared to July 2022. The number
of domestic tourists in October 2023 was recorded to have surpassed the pre-pandemic
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period of

688.78 million. The tourism sector has contributed 3.83% as of September 2023 to
Indonesia's gross domestic product (GDP), and the number of tourism workers is estimated at
21.93 million people throughout 2023 (Bayu, 2023).

The number of foreign tourists visiting Jakarta has increased by 27% in July 2023
compared to July 2022 according to data from the Central Statistics Agency (BPS).
However, the increase in foreign tourists is not directly proportional to the room occupancy
rate and average length of stay of hotel guests. The room occupancy rate in Jakarta star
hotels in July 2023 was recorded at 55.5% or decreased by 0.1% compared to the previous
month and only increased by 1.01% compared to July 2022. Likewise, the average length of
stay of guests in Jakarta star hotels in July 2023 decreased by 0.01 days compared to the
previous month, or decreased by 0.17 days compared to July 2022 (BPS DKI Jakarta
Province, 2023). Whereas the number of starred hotel rooms in Jakarta continued to increase
from 2018 to 2022, namely from 46,899 rooms to 53,950 rooms and recorded with the
largest number of rooms for the starred hotel classification, namely 15.03 percent of all
starred hotel rooms (BPS Indonesia, 2022).

Room occupancy rates and the average length of stay of guests in hotels can affect
hotel performance in the long run. Coupled with the opening of new star hotels in Jakarta in
the second quarter of 2023, such as the 3-star Sam Ratulangi Menteng Boutique hotel in
Menteng, Central Jakarta, 4-star Park Royal hotel in Thamrin, Central Jakarta, 5-star
Movenpick Jakarta hotel in Pecenongan, Central Jakarta, 5-star Pan Pacific Jakarta hotel in
MH Thamrin, Central Jakarta, and 5-star Waldorf Astoria Luxury hotel in MH Thamrin
(Sandi, 2023) can further increase the tight competition among star hotels. For this reason,
star hotels in Jakarta need to pay attention to several factors that can improve hotel
performance. Currently, people's behavior has changed where the attractiveness of hotels is
no longer with a decrease in price, but the comfort and service received (PHRI, 2023).
Increasing the quality and number of professional workers needs to be a concern for the
hotel (BPS Indonesia, 2022).

The hospitality industry is in a complex and competitive environment, where to
improve the performance and survival of hotels, human resource management has an
important role. The service experience in the hospitality industry relies heavily on the
interaction between employees and customers (Madera et al. 2017). Human resources are
often considered as one of the most valuable resources and a source of competitive
advantage (Madhavkumar, 2023) and there is a significant relationship between hotel
performance and human resource practices (Papademetriou et al. 2023).

Interested parties and hotel management are advised to encourage the implementation
of appropriate and well-explained human resource practices in the hospitality industry
(Madhavkumar, 2023). Human resources have become an essential element in achieving
sustainable competitive advantage and organizational survival (Otoo, 2019).

Various industries require ethical leaders, in order to motivate employees to do the
right thing and to create a virtuous workplace (Rabiul et al. 2021), especially for hotel
employees who are experiencing a downturn due to the pandemic (Fu, 2020). Ethics is one
of the important components in sustainable business operations such as hotels, as expressed
by Nicolaides (2019), where hotel managers are expected to implement ethical leadership to
increase trust in hotel management so as to improve business performance.

To improve business performance, companies can look at one of the sources that can
provide success in competition and increase company growth, namely intellectual
capital.

(Bontis, 1999; Crupi et al. 2020; Stratone, 2023). The components of intellectual
capital that need to be considered by companies include the knowledge embedded in each
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individual (Bontis, 1999), employee training and experience, intellectual property,
organizational routines, organizational knowledge (Pefialba-Aguirrezabalaga et al. 2020),
and knowledge in the relationship with the external environment (Bontis, 1999).

With the collection of knowledge utilized by the company, the organization can
achieve competitive advantage, as expressed by Chung et al. (2021), which in turn can
affect organizational performance, where the organization can achieve superior performance
compared to its competitors, if the organization gets a sustainable competitive advantage
(Astuti et al. 2023). Sustainable competitive advantage is an important factor in the
perception of the value of goods and services to produce competitive differentiation
according to Cesar et al. (2017).

According to Barney's (1991) resource-based view (RBV) theory, valuable, rare, and
strategically unrivaled resources are believed to create sustainable competitive advantage.
With the achievement of intangible assets, it can effectively assist companies in
implementing competitive strategies.

Ghlichlee and Goodarzi (2023), Madhavkumar (2023), Papademetriou et al. (2023)
which examines separately, namely only looking at human resource practices on
organizational performance, while research by Ullah et al. (2021), Alkhadra et al. (2022),
Mkheimer et al. (2022), only look at ethical leadership on employee performance not to the
impact on organizational performance, and some of these studies have not seen this effect if
mediated by intellectual capital and sustainable competitive advantage (Ullah et al. 2021;
Astuti et al. 2023) on organizational performance. This study is to fill the gap of previous
research, by looking simultaneously at the effect of strategic human resource practices and
ethical leadership through the mediation of intellectual capital (Kianto et al. 2017; Chen et
al. 2021; Otoo, 2022) and sustainable competitive advantage (Anwar et al. 2018; Cagliyan et
al. 2022) on the organizational performance of star hotels in Jakarta. The novelty in this
study lies in the dimension of strategic human resource practices, where in this study a new
dimension is added according to the results of Pillai and Sivathanu's (2022) research, namely
human resource metric-based decisions. This dimension has not been tested in previous
studies.

In order to make this research more focused, the research questions are:

1. Does strategic human resource practices have a positive effect on intellectual capital?

2. Do strategic human resource practices have a positive effect on organizational

performance?

Does ethical leadership have a positive effect on intellectual capital?

Does ethical leadership have a positive effect on organizational performance?

Does intellectual capital have a positive effect on organizational performance?

Does intellectual capital have a positive effect on sustainable competitive advantage?

Does sustainable competitive advantage have a positive effect on organizational

performance?

8. Does intellectual capital mediate the effect of strategic human resource practices on
organizational performance?

9. Does intellectual capital mediate the effect of ethical leadership on organizational
performance?

10. Does sustainable competitive advantage mediate the effect of intellectual capital on
organizational performance?

The basic theory of strategic human resource practices comes from the grand theory of
resource-based view (RBV). Companies that focus on improving the domain of strategic
resource management activities have greater potential for profitability (Huselid, 1995;
Huselid et al. 1997). Strategic human resources emerged as early as the mid-1980s with the
publication of two pioneering books in 1984, namely strategic human resource management
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66|Page


https://dinastipub.org/DIJEMSS

https://dinastipub.org/DIJEMSS Vol. 5, No. 6, August 2024

by Fombrun, Tichy, and Devanna and managing human assets by Beer, Spector, Lawrence,
Mills, and Walton (Kaufman, 2015). The definition of strategic human resources according
to Kaufman (2015) is the choice, alignment, and integration of an organization's human
resource system, so that its human resources contribute most effectively to strategic
business objectives. The same thing was expressed by Schuler (1992) in defining strategic
human resources as an activity that connects, integrates, and unites various levels in the
organization to utilize human resources more effectively and efficiently compared to
strategic needs. Meanwhile, Armstrong and Brown (2019) define strategic resource
management more deeply, namely as a concept that is manifested by strategic actions and
reactions, both in the form of overall or specific human resource strategies, as well as the
strategic behavior of human resource professionals who work with line managers.

Strategic human resource practices are the bridge between what human resources do
at the functional level, such as recruitment, selection, training, compensation and benefits,
and organizational performance (Madera et al. 2017). From the explanation above, it can be
concluded that strategic human resource practices are strategies that connect human
resources with development practices and others related to strategic human resource
practices, to provide benefits for companies in dealing with human resource issues in the
future, so as to achieve company goals. Several studies (Otto et al. 2019; Papademetriou et
al. 2023; Ghlichlee and Goodarzi, 2023) found the impact of strategic human resource
practices on organizational performance. Research by Pillai and Sivathanu (2022) found that
in human resource decision making for strategic human resource management can affect
organizational performance. So that in this study a new dimension is added, namely human
resource decisions based on human resource metrics.

The underlying theory of ethical leadership is the theory of leadership and ethics.
Ethical leadership is behavior that is demonstrated to be normative, such as through
personal actions and interpersonal relationships, and promotes such behavior to followers
through two-way communication, reinforcement, and decision-making (Brown et al. 2005).
According to Lu and Guy (2014), ethical leadership refers to the quality of guidance and
example that leaders provide to their subordinates. Ethical leadership style according to
Malik et al. (2016) is characterized by a participative leadership style that shares authority
with subordinates, so that participative leadership can be concluded as ethical leadership.
Meanwhile, according to White and Rezania (2019) ethical leadership is based on social
learning and exchange, where ethical leaders become role models of ethical behavior for
their followers. Ethical leaders will show empathy, service to others, and respect for the
dignity and rights of others. Ethical leaders are seen as role models for ethical and moral
behavior, because they demonstrate high moral standards that shape the ethical climate in
the workplace, and can help employees deal with workplace-related problems (Ouakouak et
al. 2020). It can be concluded that ethical leadership is a behavior shown by the leader in
accordance with existing norms and applies this behavior to the environment under his
leadership.

Early intellectual capital literature heavily emphasized on listing intellectual capital
components and constituents (Pefialba-Aguirrezabalaga et al. 2020). However, by the late
1990s, several researchers had contributed to the publication of intellectual capital
conceptualized as a combination of all knowledge and competencies in achieving
sustainable competitive advantage (Inkinen, 2015). Intellectual capital is a source of
improved business performance, where success in competition among companies is largely
based on intellectual capital (Bontis, 1999).

There are two groups in defining intellectual capital, namely the first group views
intellectual capital as all intangible resources in forming an invisible part of the company's
balance sheet, while the second group is more restrictive and views intellectual capital as all
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knowledge that can be utilized by companies to gain competitive advantage
(Pefialba-Aguirrezabalaga et al. 2020). From the research results of Crupi et al. (2020) who
conducted a literature review, it is known that special attention is needed for effective
internal human resource management, so that design and implementation are needed from
the start so that the company's human capital can properly reveal its full potential,

Ulrich's (1998) definition of intellectual capital is competence multiplied by
commitment, which is the knowledge, skills, and attributes of each individual in the
organization multiplied by the individual's willingness to work hard. Intellectual capital is
also defined as knowledge, skills, experience, intangible assets, information, processes,
value creation, broad acceptance of the distinction between human capital, organizational
capital, and customer capital (Engstrom et al. 2003). Some researchers state that intellectual
capital is the combined knowledge resources of an organization (Nahapiet and Ghoshal,
1998; Youndt et al. 2004). Intellectual capital is defined as the collection of all employee
knowledge and competencies to achieve competitive advantage (Chen et al. 2021).
Intellectual capital is a collection of all knowledge that can be used by organizations to
achieve competitive advantage (Chung et al. 2021). Based on the description above, it can
be concluded that intellectual capital is an intangible asset owned by the organization and
can be a differentiator for the organization in running a business compared to competitors,
s0 as to achieve sustainable competitive advantage.

When a company implements a value creation strategy that is not implemented by
competitors, it can be said that the company has a sustainable competitive advantage
(Barney, 1991). Porter (1998) found that most research on the sources of sustainable
competitive advantage focuses on the company's opportunities and threats, as well as its
strengths and weaknesses, or analyzes the strategy to be chosen.

Sustainable competitive advantage is the only reliable way for firms to achieve
superior performance (Porter, 1998). The company's competitive advantage rests on different
processes, which are shaped by the company's specific asset position, and the evolutionary
path adopted or inherited (Teece et al. 1997). One of the factors affecting organizational
performance is sustainable competitive advantage (Astuti et al. 2023; Elgarhy and Abou-
Shouk, 2023). Based on the description above, it can be concluded that sustainable
competitive advantage is an advantage that is owned and maintained by the company over a
long period of time compared to its competitors.

Organizational performance is a combination of financial results, organizational
results, and human resource results (Nyathi and Kekwaletswe, 2023). Organizational
performance signifies the ability possessed by the company to achieve goals efficiently and
effectively, namely by measuring the effectiveness and success of the company as a whole
and the success of the company in achieving the desired results (Ahmed et al. 2023).
Organizational performance is a description of the level of success of the company's
management activities in achieving organizational goals (Muftiasa et al. 2023).

Organizational performance is linked to the current business market. Only
organizations that conduct their business effectively can be considered successful such as
selecting the right human resources and keeping them motivated (Papademetriou et al.
2023). Organizational performance is directly and indirectly linked to improved
organizational leadership performance (Alkhadra et al. 2022). From the description above, it
can be concluded that organizational performance is the success or achievement produced
by the organization in accordance with organizational goals effectively and efficiently.

This research has 10 hypotheses as can be seen in Figure 1.
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Figure 1. Conceptual Framework

Sokolov and Zavyalova's (2020) research conducted on knowledge-based companies,
Youndt and Snell's (2020) research in 208 organizations and Ghlichlee and Goodarzi's
(2023) research conducted on knowledge-based companies found a positive and significant
effect of strategic human resource practices on intellectual capital. Chen et al. (2021) who
conducted research on human resource executives found that human resource practices have
a positive effect on intellectual capital, which consists of human capital, organizational
capital, and corporate social capital. Likewise, the research of Otto et al. (2022), who
conducted a field study at international banks and local banks, found that human resource
practices in the personnel selection section have a positive influence on human capital,
which is part of intellectual capital.

Based on the review of previous research results, the following hypothesis is
formulated: H1: Strategic human resource practices have a positive effect on intellectual
capital.

Research by Otto et al. (2019) in hotels and Otto et al. (2022) in international banks
and local banks found human resource practices have a positive influence on organizational
performance.

Hotels that adapt strategic human resource practices that are sustainable, can improve
hotel performance (Papademetriou et al. 2023). Ghlichlee and Goodarzi (2023) conducted
research on knowledge-based companies, with the result that strategic human resource
practices have a positive and significant effect on intellectual capital. Madhavkumar's
(2023) research on small and medium-sized enterprises (SMEs) found that human resource
practices have a significant positive effect on organizational performance.

Based on the review of previous research results, the following hypothesis is
formulated: H2: Strategic human resource practices have a positive effect on organizational
performance.

Study by Ullah et al. (2021) found ethical leadership positively influences human
capital and social capital in manufacturing. Mubarik and Bontis' research (2021) found a
positive effect of leadership on intellectual capital in the electronics industry. Research by
Alrowwad et al. (2020) also found a positive effect of leadership and intellectual capital.
Leadership behavior has an influence on valuable employees. A good leader will have a
positive influence on employees, and vice versa. This is a finding from the research of Ullah
et al. (2017). Also found by Ullah et al. (2022) companies with higher ethical values will
increase aspects of intellectual capital consisting of human capital and social capital.
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Based on the review of previous research results, the following hypothesis is
formulated: H3: Ethical leadership has a positive effect on intellectual capital.

Research by Ahmed et al. (2023) in the information technology sector found the
importance of including ethics in the company, which has a positive impact on company
performance. Ullah et al. (2021) conducted research on managerial level employees in
manufacturing companies with the results of ethical leadership positively and significantly
affecting employee innovative performance. The results of White and Rezania's research
(2019) which looked at the impact that occurs when coaches are ethical, it turns out that it
has a positive impact on the performance of athletes from various sports competing in the
University of Ontario Athletics Regional Association. Research by Wang et al. (2017) found
that humane and responsible leader orientation has a positive influence on company
performance. The same thing was also found by Alkhadra et al. (2022) who conducted
research in the service sector, where ethical leadership can influence and positively affect
organizational performance.

Based on the review of previous research results, the following hypothesis is
formulated: H4: Ethical leadership has a positive effect on organizational performance.

The results of Otoo's (2022) field study conducted in international banks and local
banks found that human capital which is part of intellectual capital has a positive influence
on organizational performance. Research by Adusei et al. (2022) found that intellectual
capital has a positive influence on company performance in SMEs. Ullah et al. (2021) found
that intellectual capital with the dimensions of human capital and social capital influences
and positively affects the innovative performance of managerial level manufacturing
employees. Literature review research from Crupi et al. (2020) and Stratone (2023) found
that intellectual capital is often associated with firm performance and growth.

Based on the review of previous research results, the following hypothesis is
formulated: HS: Intellectual capital has a positive effect on organizational performance.

Intellectual capital is found to be very important in building and determining
sustainable competitive advantage, this is in accordance with the results of research by
Rehman et al. (2022) in manufacturing companies and Suryantini et al. (2023) on export
SMESs. Human capital has become an important asset for companies that aligns and enlivens
the company's business capabilities, this was found by Chadwick (2017) through a literature
review. Rehman et al. (2022) found intellectual capital significantly determines the
competitive advantage of SMEs. Gross-Gotacka et al. (2020) found the most important
dimension of intellectual capital is human resources which is stated to have a positive
influence on business sustainability, this is based on the perspective of SME managers.
Findings from research by Torres et al. (2018) that human capital has a direct and positive
impact on sustainable competitive advantage.

Based on the review of previous research results, the following hypothesis is formulated:
Hé6: Intellectual capital has a positive effect on sustainable competitive advantage.

Astuti et al. (2023) found a positive and significant effect of sustainable competitive
advantage with the organizational performance of SMEs. Anwar et al. (2018) found a
positive effect of competitive advantage with new venture performance. Elgarhy and Abou-
Shouk (2023) found a positive effect of sustainable competitive advantage with market
performance. Cagliyan et al. (2022) found a positive effect of sustainable competitive
advantage with organizational performance. The research results of Cesar et al. (2017)
shows that sustainable competitive advantage is an important factor for organizational
performance.

Based on the review of previous research results, the following hypothesis is
formulated: H7: Sustainable competitive advantage has a positive effect on organizational
performance.
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Chen et al. (2021) who conducted research on human resource executives found that
intellectual capital with the dimensions of human capital and social capital mediated the
relationship between human resource practices and improved organizational performance.
The results of Otoo's (2022) field study in international banks and local banks resulted in the
mediation findings of human capital on the relationship between human resource practices
and organizational performance. Ghlichlee and Goodarzi (2023) who conducted
research in knowledge-based companies found intellectual capital mediates strategic human
resource practices on new product development performance. Research by Kianto et al.
(2017) found mediation of intellectual capital in strategic human resource practices on
innovation performance. Crupi et al. (2020) concluded from the literature review research
that intellectual capital is not only seen how it impacts performance, but it must also be seen
how intellectual capital can be managed practically, in order to provide full benefits such as
effective internal resource management.

Based on the review of previous research results, the following hypothesis is
formulated: HS8: Intellectual capital mediates the effect of strategic human resource
practices on organizational performance.

Human capital stock can drive outstanding performance over time, so it needs to be
developed to gain a competitive differential advantage, this was found by Chadwick (2017)
through a literature review. Research by Ullah et al. (2021) found that intellectual capital
with the dimensions of human capital and social capital mediates the effect of ethical
leadership on the innovative performance of manufacturing employees at the managerial
level. Previous research from Ullah et al. (2017) also found the mediating impact of
intellectual capital in the influence of ethical leadership on corporate social responsibility,
which in the long run can affect company performance. While the latest research from Ullah
et al. (2022) also found the mediating impact of social capital on the influence of ethical
leadership on employee innovative performance. Ahmed et al. (2023) who conducted
research in the information technology sector, found that intellectual capital mediates the
effect of ethical implementation with organizational performance.

Based on the review of previous research results, the following hypothesis is formulated:
HO9: Intellectual capital mediates the effect of ethical leadership on organizational
performance.

Effective management of intellectual capital can achieve and maintain sustainable
competitive advantage, which in turn can improve organizational performance. Research by
Astuti et al. (2023) enriches the conceptualization of intellectual capital that has been
developed, by proposing intellectual capital as an important variable underlying the
company's competitive sustainability in order to achieve superior performance. Some
studies look at the mediation of sustainable competitive advantage from the other side such
as Elgarhy and Abou- Shouk's research (2023), finding direct and indirect effects where
sustainable competitive advantage mediates the antecedents of sustainable competitive
advantage with market performance. The intellectual capital dimension is an important
driver of innovation that can spur sustainable innovative and competitive performance, this
is in accordance with the research of Agostini et al. (2017).

Cagliyan et al. (2022) also found the mediation of sustainable competitive advantage
from other antecedents such as organizational innovation with organizational performance
The same was found in the study of Anwar et al. (2018), where competitive advantage was a
strong and partial mediator of other antecedents such as financial networks and political
networks with new venture performance.

There are several separate studies between sustainable competitive advantage,
intellectual capital, and organizational performance, but research on the mediation of
competitive advantage on intellectual models and organizational performance is still very
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rare. The formulation of this hypothesis will enrich the research in this area.

Based on the review of previous research results, the following hypothesis is
formulated: H10: Sustainable competitive advantage mediates the effect of intellectual
capital on organizational performance.

METHOD

This study uses hypotheses testing, which is designed to test whether an event causes
another event, where changes in X (cause) result in changes in Y (effect) (Hair et al. 2019).
The method used in this research is a quantitative method using primary data sources
obtained through distributing questionnaires or questionnaires to respondents. The data
collected is cross-section, which is only collected at a certain time (Hair et al. 2019).

Sampling was carried out by purposive sampling method with the criteria of 5, 4 and 3
star hotels. So that the total population in this study was 293 hotels. So that the number of
samples used in this study is at least 169 hotels with one respondent at least Supervisor or
Human Resources Manager or Training and Development Manager from each hotel. The
number of samples collected was 255 respondents out of 278 participating respondents. This
study uses SEM-PLS in analyzing the collected data.

RESULTS AND DISCUSSION

The results of hypothesis testing are based on research data processing using Partial
Least Square (PLS) analysis using SMART PLS 3.0 software. The path diagram of the
results of hypothesis testing output based on Partial Least Square (PLS) analysis using
SmartPLS software version 3.0 is presented in Figure 2 and Figure 3.
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Source: Results of data processing, with SMART PLS 3.0 Software

From table 1, it is known that the p value of 0.000 <0.05, then H; is supported. With a
strategic human resource practices coefficient value of 0.309, it means that if the perception
of strategic human resource practices increases, the perception of intellectual capital will
increase. This result is in accordance with the hypothesis proposed where strategic human
resource practices have a positive effect on intellectual capital. It is concluded that
statistically at a 95% confidence level strategic human resource practices have a positive
effect on intellectual capital.

It is also known that the p value of 0.000 <0.05 then H: is supported. With the
strategic human resource practices coefficient value of 0.240, it means that if the perception
of strategic human resource practices increases, the perception of organizational
performance will increase. This result is in accordance with the hypothesis proposed where
strategic human resource practices have a positive effect on organizational performance. It
is concluded that statistically at the 95% confidence level strategic human resource practices
have a positive effect on organizational performance.

For Hs, it is known that the p value of 0.000 <0.05, then Hs is supported. With an
ethical leadership coefficient value of 0.460, it means that if the perception of ethical
leadership increases, the perception of intellectual capital will increase. This result is in
accordance with the hypothesis proposed where ethical leadership has a positive effect on
intellectual capital. It is concluded that statistically at a 95% confidence level ethical
leadership has a positive effect on intellectual capital.

H4 is also supported with the p value of 0.000 <0.05. With an ethical leadership
coefficient value of 0.279, it means that if the perception of ethical leadership increases, the
perception of organizational performance will increase. This result is in accordance with the
hypothesis proposed where ethical leadership has a positive effect on organizational
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performance. It is concluded that statistically at the 95% confidence level ethical leadership
has a positive effect on organizational performance.

Then for Hs, it is known that the p value of 0.047 <0.05, then Hs is supported. With an
intellectual capital coefficient value of 0.126, it means that if the perception of intellectual
capital increases, the perception of organizational performance will increase. These results
are in accordance with the proposed hypothesis that intellectual capital has a positive effect
on organizational performance. It is concluded that statistically at a confidence level of 95%
intellectual capital has a positive effect on organizational performance.

It is also known that the p value of 0.000 <0.05 then He is supported. With the
intellectual capital coefficient value of 0.686, it means that if the perception of intellectual
capital increases, the perception of sustainable competitive advantage will increase. This
result is in accordance with the hypothesis proposed where intellectual capital has a positive
effect on sustainable competitive advantage. It is concluded that statistically at a confidence
level of 95% intellectual capital has a positive effect on sustainable competitive advantage.

From table 1, it is known that the p value of 0.024 <0.05 then H7 is supported. With a
sustainable competitive advantage coefficient value of 0.133, it means that if the perception
of sustainable competitive advantage increases, the perception of organizational
performance will increase. These results are in accordance with the proposed hypothesis
that sustainable competitive advantage has a positive effect on organizational performance.
It is concluded that statistically at the 95% confidence level sustainable competitive

advantage has a positive effect on organizational performance.
Table 1. Hypothesis Testing of Direct Influence

BETA | p values Conclusion
HI: Strategic Human Resource Practices[] Intellectual 0,309 0,000 HI1 is supported
Capital
H2: Strategic Human Resource Practices!| 0,240 0,000 H2 is supported
Organizational Performance
H3: Ethical Leadership[ | Intellectual Capital 0,460 0,000 H3 is supported
H4: Ethical Leadership[| Organizational Performance 0,279 0,000 H4 is supported
HS5: Intellectual Capitall ] Organizational Performance 0,126 0,047 HS is supported
Hé6: Intellectual Capital[] Sustainable Competitive 0,686 0,000 H6 is supported
Advantage
H7: Sustainable Competitive 0,133 0,024 H7 is supported
Advantage! ][ Organizational Performance

Source: Data Processed with PLS 3.0.

Based on the test results in table 2 shows a p value of 0.004 <0.05 then Hg is
supported. The coefficient of the indirect effect of strategic human resource practices on
organizational performance through intellectual capital is 0.067, meaning that if the perception
of strategic human resource practices increases, the perception of intellectual capital will
increase, causing the perception of organizational performance to increase. It is concluded
that statistically at the 95% confidence level there is a positive influence of strategic human
resource practices on organizational performance through intellectual capital.

For Hy, the p value of 0.001 <0.05 then Hy is supported. The coefficient of the indirect
effect of ethical leadership on organizational performance through intellectual capital is
0.100, meaning that if the perception of ethical leadership increases, the perception of
intellectual capital will increase, causing the perception of organizational performance to
increase. It is concluded that statistically at the 95% confidence level there is a positive
influence of ethical leadership on organizational performance through intellectual capital.
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Based on the test results show a p value of 0.028 <0.05 then Hio is supported. The
coefficient of the indirect effect of intellectual capital on organizational performance
through sustainable competitive advantage is 0.091, meaning that if the perception of
intellectual capital rises, the perception of sustainable competitive advantage will rise,
causing the perception of organizational performance to rise. It is concluded statistically at
the 95% confidence level that there is a positive influence of intellectual capital on
organizational performance through sustainable competitive advantage.

Table 2. Hypothesis Testing of Indirect Influence
BETA | p values Hypothesis
HS: Strategic Human Resource Practices! 0,067 0,004 HS is supported
Intellectual Capital[ | Organizational
Performance

HO: Ethical Leadership! | Intellectual Capital [ 0,100 0,001 H9 is supported
Organizational
Performance

H10: Intellectual Capital [ Sustainable Competitive 0,091 0,028 H10 is supported
Advantagel ]
Organizational Performance

Source: Data Processed with PLS 3.0.
CONCLUSION

The results showed that all hypotheses proposed were supported. The variable that has
the greatest influence on organizational performance is ethical leadership, followed by
strategic human resource practices and intellectual capital. The mediating role of intellectual
capital in the influence of ethical leadership and strategic human resource practices on
organizational performance is partial mediation. Similarly, the mediating role of sustainable
competitive advantage in the influence of intellectual capital on organizational performance
is partial mediation.

In this study, adding a new dimension to the strategic human resource practices
variable, namely HR decisions based on HR metrics, which has not been fully tested as a
dimension in previous studies. In addition, this study makes sustainable competitive
advantage a mediation of intellectual capital and organizational performance, which is still
very rarely found in previous studies.

Theoretical implications

The resource-based view (RBV) theory has a weakness, which only pays attention to
internal factors, so in this study it complements it by using intellectual capital variables
which have structural capital and relational capital dimensions. Hotels invest most of their
funds in research and development for technology and market development, so hotels not
only pay attention to internal factors, but also external factors that can affect hotel
performance.

This study also adds a new dimension to the strategic human resource practices
variable that has never been tested in previous studies. The dimension is HR decisions based
on HR metrics, which is valid and reliable to be used as a measurement.

Managerial implications

Managerial implications that can be applied by hotels from the results of this study are:

1. Implement strategic human resource practices, by developing intellectual capital. Where
human resource managers can develop employee development policies and programs to
increase the hotel's intellectual capital. Human resource managers must ensure that the
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hotel's human resource practices are aligned with the hotel's strategic objectives to
improve productivity and operational efficiency.

2. To increase intellectual capital, leaders in the company must model ethical and moral
behavior to encourage the improvement of employee knowledge, skills, and
commitment. Ethical leaders can create a supportive work environment and motivate
employees to perform better. Therefore, the hotel can evaluate each hotel leader in each
period, to see if the leader has behaved ethically and routinely socialize ethical behavior
for each hotel leader.

3. Sustainable competitive advantage is proven to be a mediator of intellectual capital and
organizational performance, so hotels can design strategies that ensure long-term
competitive advantage can be maintained. Such as investing in technology, improving
processes and strengthening relationships with customers and business partners.

4. The mediating role of intellectual capital and sustainable competitive advantage. Hotels
should integrate human resource policies with intellectual capital management strategies.
Ethical leadership should also be a priority in improving intellectual capital and
performance. Hotels must manage intellectual capital well to achieve sustainable
competitive advantage and improve hotel performance.

5. Integrate strategic human resource practices and ethical leadership in every hotel training
and development program, to get maximum results. This is because the results of this
study show that these two aspects have a significant impact on intellectual capital and
organizational performance.

6. Conduct regular monitoring and evaluation of the implementation of strategic human
resource practices, ethical leadership, intellectual capital, and sustainable competitive
advantage in accordance with the plan and have a positive impact on hotel performance.
The results of this study provide empirical evidence that strategic human resource
practices, ethical leadership, intellectual capital, and sustainable competitive advantage
are important factors that affect hotel performance. Hotels can consider these factors in
strategic decision making to improve hotel performance.

Limitations and Suggestions

From the limitations of existing research, it is recommended for future researchers to
expand the sample used. Such as expanding the sample area, to provide an overview that
can represent the overall condition of the hotel. Future researchers can also add indicators of
hotel financial performance. This is to get a more complete picture of performance, namely
from perceptions and objectives or add new variables such as technological readiness
(Suryantini et al. 2023), which can support intellectual capital and organizational
performance, where strategic human resource practices can play a role in preparing
companies to adopt new technologies. Future researchers can also add other variables such
as innovation capability (Agostini et al. 2017; Alrowwad et al. 2020; Elgarhy and Abou-
Shouk, 2023), where the company's ability to innovate can be influenced by strategic human
practices and ethical leadership. With strong intellectual capital, it can be a driver of
innovation that can ultimately maintain competitive advantage.
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