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Qgiiﬂtgd'zozz Companies proviqing knowledge services, such as the informgtion technology inQustry, need

Avail ablle online: to attract and retain knovyl_edgg personnel to survive. Reputation of the organization as good

April 13, 2022 employer can have positive impact on attracting and retaining prpfessmnal employees.

' Therefore, sustainable human resource management has recently been introduced as response

to changes in social, labor market and job relationships. The present study examines the impact
of sustainable human resource management on organizational reputation. This research is
applied research, descriptive and a cross-sectional survey. The statistical population of the
study includes electronic protection engineering companies in Mazandaran province.
Considering that the level of analysis of the present research is organization, the questionnaire
was distributed among 24 companies and was completed by the managers of these companies,
which finally had the ability to analyze 23 questionnaires. Three standard questionnaires of
organizational reputation, innovation and sustainable human resource management were used
to measure research variables. It has been used to analyze the research through structural
equations. The results of study show that sustainable human resource management does not
have a direct and significant positive effect on organizational reputation, but through the
innovation mediator variable, it has affected the organizational reputation variable. In other
words, the innovation variable plays the role of a complete mediator in the relationship
between sustainable human resource management and organizational reputation. The
contribution of the present study is to clarify how the impact of sustainable human resource
management on the variables emphasized by organizations such as organizational reputation.
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1. Introduction

Specialized and skilled human resources are the
most important organizational capital for
information technology companies as the
providers of knowledge and specialized services.
These companies need to attract and retain
knowledge forces for their long-term survival.
This will become even more important when
statistics show that the field of information
technology has grown significantly over the last
decade (Gartner, 2021). Also, due to the existence
of extensive job opportunities and high-quality
knowledge of professionals in this industry, the
rate of dismissal of employees is significant. The
results of research in this field have shown that
from 2014 to 2019, dismissal of IT employees has
been increasing (Idell et al., 2021). According to
the previous research, sustainable human
resource  management  practices  increase
innovation capacity and make the customers
more satisfied. Hence, in this study, the impact of
sustainable human resource management on
organizational reputation with respect to the
mediating role of innovation is investigated.

2 .Research Methods

This research is of applied and descriptive-survey
type. The statistical population of the research
includes electrical power system protection
engineering companies in Mazandaran Province
(25 companies) that sell, install, design, execute,
support and provide after-sales services in the
field of electrical power system protection
services and security promotion and need to
attract and employ knowledgeable workers.

To measure the research variables, three
standard questionnaires were used, including
organizational reputation questionnaire (Carmeli
& Tishler, 2005), organizational innovation
questionnaire (Hung et al., 2011), and sustainable
human resource management questionnaire
(Wikhamn, 2019). Since the level of analysis of
this research is the organization, the
questionnaire was distributed among 25
companies and completed and collected by the
managers of these companies. Finally, 23
completed questionnaires were received for
analysis. To determine the normality of the data

distribution, the Kolmogorov-Smirnov test was
performed. According to the test results, the
hypothesis of rejected. To test the hypotheses, the
path analysis test was used in Smart PLS3
Software.

3.Results

Findings show that sustainable human resource
management does not have a positive and
significant direct effect on organizational
reputation. However, through the mediating role
of innovation, it affects organizational reputation,
i.e., the innovation variable plays a complete
mediating role in the relationship between
sustainable human resource management and
organizational reputation.

4 .Conclusion

The research findings help researchers and
human resource managers to send more accurate
and transparent reports on the impact of
sustainable  human resource  management
functions on important organizational outputs to
senior managers of organizations. Given that
today, there are more complex challenges in the
field of human resources, such as aging society,
lack of skilled labor, and employees’ health
issues, organizations that want to attract and
retain human resources to run their business in the
future need to change the prevailing situation in
which human resources are consumed rather than
developed, and change their traditional
approaches to strategic human resource
management. ~ Sustainable human resource
management is considered as the development of
strategic human resource management and offers
a new approach to managing people with a focus
on long-term human resource development for
reconstruction and renewal. Sustainable human
resource management can promote product and
process innovation in the organization by
developing the employees’ competencies as well
as improving their relations. Based on the
findings of this study, this process increases the
reputation of the organization. Therefore,
according to the findings of the present study and
the dimensions of sustainable human resource
management, organizations similar to the
statistical population of this study, which
emphasize attracting and retaining
knowledgeable employees, are suggested to
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respect the rights of their employees and develop
their skills through in-service trainings to pave
the way for organizational innovation. Collective
beliefs and respect of members of the community
in organizations with strong organizational
reputation will make the employees proud of their
organization and lead them to move toward the
organization goals.
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