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ABSTRACT

Grounded in Job Demands-Resources (JD-R) Theory, this study investigates how
workplace well-being climate enhances employee readiness for sustainable health
tourism through the mediating role of eustress and the moderating role of personal
health orientation. The study was conducted among employees working in Egyptian
spa and wellness resorts who are directly involved in delivering health and well-
being services. Data were collected from 260 employees and analyzed using PLS-
SEM with WarpPLS 8.0. The findings indicate that workplace well-being climate
significantly promotes employee readiness for sustainable health tourism and
positively influences eustress. Eustress, in turn, enhances employee readiness and
partially mediates the relationship between workplace well-being climate and
readiness. In addition, personal health orientation strengthens the positive effect of
workplace well-being climate on eustress, indicating that employees with stronger
health orientation derive greater motivational benefits from a supportive work
environment. By integrating organizational and personal resources within the JD-R
framework, this study extends the literature on sustainable health tourism and
employee readiness. The findings also provide practical insights for spa and
wellness organizations seeking to foster sustainable transformation through well-
being-focused workplace practices.
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Introduction

The global expansion of health and wellness tourism has repositioned employees as central actors in
delivering sustainable, high-quality well-being experiences. Health tourism integrates hospitality and
healthcare dimensions, emphasizing prevention, recovery, and holistic wellness (Marmion & Hindley,
2019). In emerging destinations such as Egypt, spa and wellness resorts are increasingly aligning their
services with sustainable development principles and wellness trends (Elshaaer & Elsayed, 2016; Hammad,
2025). However, sustainable health tourism cannot be achieved solely through infrastructure or marketing
strategies; it fundamentally depends on employees’ preparedness and proactive engagement in supporting
sustainable health-oriented practices (Kim & Baker, 2024; Szromek et al., 2023). Recent research highlights
that employee well-being is both an outcome and a driver of sustainable tourism systems (Munasinghe et
al., 2024; Wong et al., 2025). Workplace well-being climate—defined as employees’ shared perceptions that
their organization prioritizes physical, psychological, and social health—has been recognized as a critical
contextual resource influencing performance, engagement, and sustainability-related behaviors (Burns &
Machin, 2013; Viitala et al., 2015; Huang et al., 2025). In hospitality and healthcare settings, organizational
climate significantly shapes employee motivation, mental health, and service quality (Yesildag et al., 2025).
Despite this, limited research has examined how a well-being climate fosters employee readiness to support
sustainable health tourism initiatives. Drawing on Job Demands—Resources (JD-R) theory, which posits that
job resources stimulate motivation and positive work outcomes (Demerouti et al., 2001; Bakker &
Demerouti, 2017; Bakker et al., 2023), this study conceptualizes workplace well-being climate as a strategic
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job resource. Within the JD-R framework, job resources can generate positive psychological states that
enhance adaptability and proactive behavior (Bakker & De Vries, 2021). One such state is eustress—a
positive form of stress characterized by energy, focus, and growth (Nelson & Simmons, 2005; Simmons &
Nelson, 2007). Unlike distress, eustress stimulates creativity, resilience, and engagement (Faiz et al., 2022;
Gu et al., 2026).

Although eustress has been examined in healthcare and hospitality contexts (Meirun et al., 2020;
Hasanein et al., 2026), its role as a motivational mechanism linking organizational climate to sustainability-
oriented readiness remains underexplored. Organizational readiness, defined as employees’ collective
willingness and psychological preparedness to implement change (Holt et al., 2007; Weiner, 2020), is
essential for sustainable tourism transitions (Day, 2011; Widagdo & Roz, 2024). Particularly in health
tourism enterprises, readiness reflects employees’ proactive orientation toward embedding wellness and
sustainability practices into service delivery (Bostani et al., 2024; Hasanein et al., 2025). Furthermore,
individual differences may shape how employees respond to well-being climates. Personal health
orientation—defined as the degree to which individuals value and prioritize healthy lifestyles (Snell et al.,
1991)—may strengthen the positive motivational effects of a supportive climate. Employees with strong
internal health beliefs are more likely to engage in health promotion initiatives (Rongen et al., 2014) and
align with organizational health values (Smith et al., 2012). Yet, little empirical work has examined how
personal health orientation amplifies the relationship between workplace well-being climate and eustress.
Addressing these gaps, this study investigates the mediating role of eustress and the moderating role of
personal health orientation in the relationship between workplace well-being climate and employee readiness
for sustainable health tourism. Using data from employees in Egyptian spa and wellness resorts, this research
contributes to JD-R theory by introducing eustress as a positive motivational mechanism in sustainable
tourism contexts and extends health tourism literature by integrating climate, stress, and readiness
perspectives into a unified model.

Literature review and hypotheses development

Theoretical foundation: JD-R theory

This study is grounded in JD-R theory, originally developed by Demerouti et al. (2001) and later refined by
Bakker and Demerouti (2007, 2014, 2017). The JD-R model posits that every occupation has specific job
demands (e.g., workload, emotional labor, role pressure) and job resources (e.g., supportive climate,
leadership, autonomy). While excessive demands may lead to strain and burnout, job resources activate a
motivational pathway that enhances engagement, growth, and performance (Bakker & Demerouti, 2017;
Bakker et al., 2023). Recent extensions of JD-R theory emphasize the dynamic interplay between job
resources and personal resources in shaping proactive behaviors and adaptability (Bakker & De Vries, 2021).
Importantly, job resources do not merely buffer negative outcomes; they also stimulate positive
psychological states that energize employees and foster development-oriented responses. In hospitality and
health tourism environments, employees face unique demands, including emotional labor, health safety
responsibilities, and customer well-being expectations (Wong et al., 2025; Kim & Baker, 2024). In spa and
wellness resorts, employees are not only service providers but also ambassadors of health and sustainability.
Thus, a workplace well-being climate—where health and psychological safety are visibly prioritized—
functions as a strategic job resource that can transform demanding service contexts into motivational
environments. Within this framework, eustress is conceptualized as a positive psychological response
activated through the motivational pathway of JD-R theory. Rather than leading to exhaustion, resource-
rich climates convert potential stressors into energizing challenges (Simmons & Nelson, 2007; Faiz et al.,
2022). This mechanism is particularly relevant for sustainable health tourism, where employee readiness and
proactive commitment are critical for successful implementation of sustainability initiatives (Day, 2011;
Hasanein et al., 2025).

Workplace well-being climate an employee readiness for sustainable health tourism

Workplace well-being climate reflects employees’ shared perceptions that the organization actively supports
physical, psychological, and social health (Burns & Machin, 2013; Huang et al., 2025). Organizational
climate research consistently demonstrates that employees’ collective perceptions shape attitudes,
motivation, and behavioral outcomes (Viitala et al., 2015; Sanduvete-Chaves et al., 2018). In healthcare and
hospitality sectors, well-being climate is associated with mental health, job satisfaction, and improved
service outcomes (Yesildag et al., 2025). Teetzen et al. (2023) argue that organizational health climate serves
as a precondition for health-oriented leadership and employee well-being. Similarly, Stuber et al. (2021)
emphasize that health-oriented organizational systems enhance psychological resilience and mental health
outcomes.
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Within the hospitality and tourism domain, sustainable HRM and well-being initiatives have been linked to
employee engagement and sustainability performance (Hung et al., 2025; Bansal et al., 2025). Moreover,
Munasinghe et al. (2024) demonstrate that employee well-being directly contributes to wellness tourism
sustainability. From a JD-R perspective, workplace well-being climate represents a collective job resource
that signals organizational support, enhances psychological safety, and reduces uncertainty. Such climate
conditions increase employees’ intrinsic motivation and reinforce their alignment with sustainability
objectives. In spa and wellness resorts—where service quality is inseparable from employee vitality—a well-
being climate is likely to foster readiness to support sustainable health tourism practices. Accordingly, the
following hypothesis is proposed:

H1: Workplace well-being climate is positively related to employee readiness for sustainable health
tourism

Workplace well-being climate and eustress

Stress in organizational settings is not inherently detrimental. Nelson and Simmons (2005) distinguish
between distress (negative stress) and eustress (positive stress). Eustress is characterized by heightened
energy, motivation, and growth-oriented engagement (Simmons & Nelson, 2007). It enhances creativity,
performance, and job satisfaction (Faiz et al., 2022). Empirical evidence suggests that organizational
conditions determine whether stress is experienced as distress or eustress. Meirun et al. (2020) found that
psychosocial work environments influence stress appraisal, consistent with JD-R logic. Almazrouei (2017)
and Hasanein and Khairy (2026) demonstrate that supportive leadership and climate factors foster eustress
rather than distress. Kozusznik et al. (2015) further show that team-level climates can generate collective
eustress patterns associated with positive performance outcomes. In hospitality contexts, awareness of
supportive systems enhances positive psychological activation (Hasanein et al., 2026). According to JD-R
theory, job resources transform demanding situations into challenging opportunities, leading to motivational
activation rather than exhaustion (Bakker & Demerouti, 2017; Bakker et al., 2023). A workplace well-being
climate provides emotional and social resources that enable employees to interpret job demands as
meaningful challenges, thereby generating eustress. Therefore, the following hypothesis is developed:

H2: Workplace well-being climate is positively related to eustress.

Eustress and employee readiness for sustainable health tourism

Eustress enhances engagement, creativity, and proactive behaviors (Faiz et al., 2022). Anjum & Zhao (2022)
found that positive stress stimulates innovative work behavior among healthcare professionals. Similarly,
Moyo (2025) highlights that optimal stress levels enhance performance outcomes. In sustainability
transitions, psychological activation plays a crucial role in readiness and adaptation. Holt et al. (2007) define
readiness for change as employees’ beliefs, attitudes, and intentions regarding organizational change. Weiner
(2020) further conceptualizes readiness as collective psychological preparedness to implement change
initiatives. Within tourism contexts, readiness predicts sustainable practice adoption (Day, 2011; Widagdo
& Roz, 2024). In health tourism enterprises, employee preparedness determines service quality and long-
term sustainability (Bostani et al., 2024; Szromek et al., 2023). Hasanein et al. (2025) emphasizes that
employee readiness mediates the impact of organizational culture on sustainable performance in hotels.
Under JD-R theory, motivational states generated by job resources stimulate proactive adaptation (Bakker
& De Vries, 2021). Eustress represents such a motivational state—energizing employees to embrace
sustainability-related transformation rather than resist it. Consequently, the following hypothesis is
formulated:

H3: Eustress is positively related to employee readiness for sustainable health tourism.

The mediating role of eustress

JD-R theory proposes that job resources influence performance outcomes through motivational processes
(Demerouti et al., 2001; Bakker & Demerouti, 2017). This motivational pathway suggests that climate-
related resources first stimulate positive psychological states, which then translate into adaptive behaviors.
Empirical studies support the mediating role of eustress. Meirun et al. (2020) found that eustress mediates
the relationship between psychosocial environments and well-being outcomes. Faiz et al. (2022) show that
thriving at work enhances eustress, which subsequently drives performance-related outcomes. In spa and
wellness resorts, workplace well-being climate may enhance employees’ psychological energy and intrinsic
motivation (Hung et al., 2025). This energized state—eustress—then strengthens employees’ willingness
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and preparedness to implement sustainable health tourism practices. Thus, eustress serves as the key
motivational mechanism linking climate to readiness. Consequently, the following hypothesis is formulated:

H4: Eustress mediates the relationship between workplace well-being climate and employee readiness for
sustainable health tourism.

The moderating role of personal health orientation

Personal health orientation reflects individuals’ attitudes, beliefs, and behavioral tendencies toward
maintaining health (Snell et al., 1991). Employees with strong health orientation exhibit higher engagement
in health promotion programs (Rongen et al., 2014) and align more closely with organizational health
initiatives (Smith et al., 2012). JD-R theory recognizes personal resources as factors that influence how
individuals respond to job resources (Bakker & Demerouti, 2017). Personal resources enhance individuals’
capacity to interpret environmental signals positively and capitalize on available job resources. In spa and
wellness resorts, employees with high personal health orientation are more likely to internalize the
organization’s well-being climate and perceive it as personally meaningful. This alignment intensifies
positive stress appraisal, generating stronger eustress responses. Therefore, personal health orientation
strengthens the climate—eustress relationship by enhancing value congruence and psychological resonance.
Consequently, the following hypothesis is formulated:

H5: Personal health orientation positively moderates the relationship between workplace well-being
climate and eustress, such that the relationship is stronger for employees with high personal health
orientation.

The theoretical framework of the study is illustrated below in Figure 1.

Personal health Employee Eustress
orientation
HS5
H2 3
Workplace well-being climate | H4 —— 2] Employee readiness for

sustainable health tourism

Figure 1: The theoretical framework of the study

Methodology

Research context, sample, and data collection procedure

This study was conducted in spa and wellness resorts across Egypt, focusing on employees involved in
delivering health and well-being services. Spa resorts were chosen as the research setting due to their critical
role in promoting sustainable health tourism and the direct influence of employee behaviors on guest
experiences. A convenience sampling approach was employed, targeting frontline and support staff who
actively interact with guests and participate in wellness service delivery. Data were collected using self-
administered questionnaires distributed to employees at the resorts in a way that minimized disruption to
their daily duties. Participation was entirely voluntary, and confidentiality was assured. The original
questionnaire was developed in English and translated into Arabic using the back-translation technique to
ensure semantic equivalence and cultural relevance. The Arabic version was further checked for content
validity by experts familiar with health tourism and spa operations. A pretest with 20 employees was
conducted to verify clarity, comprehension, and contextual appropriateness of the items. A total of 350
questionnaires were distributed, and 260 valid responses were obtained, representing a response rate of
74.3%. among the 260, the majority were male (62.3%) compared to female participants (37.7%). Most
respondents were aged between 30 and 45 years (49.2%), followed by those aged 18-29 years (36.2%), and
a smaller proportion over 45 years old (14.6%). Regarding educational attainment, over half of the
participants held an undergraduate degree (57.7%), while one-third had completed high school or lower
education levels (33.8%), and a minority possessed postgraduate qualifications (8.5%). All participants had
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at least one year of professional experience, which is generally considered sufficient for acclimating to the
organizational culture (Morrison, 1993).

Measures

Workplace well-being climate reflects employees’ shared perceptions that their organization actively
supports their physical, psychological, and social well-being. This construct was measured using an 8-item
scale adapted from Sanduvete-Chaves et al. (2018) and Huang et al. (2025). Sample item is “This
organization encourages a healthy balance between work and personal life”. Employee eustress, defined as
the experience of positive, motivating stress that enhances focus, performance, and growth, was measured
using a 10-item scale adapted from Almazrouei (2017). Sample item is “I cope effectively with stressful
changes that occur in my occupational life”. Employee readiness for sustainable health tourism construct
captures employees’ willingness, preparedness, and proactive orientation toward supporting sustainable
health and wellness tourism practices. It was assessed using a four-item scale adapted from established
readiness-for-change instruments (Holt et al., 2007; Weiner, 2020), sustainability intention measures in
tourism research (Hsu et al., 2020), and Moilanen & Toikka (2023). Sample item is “I am ready to support
changes at work related to sustainable health tourism”. Personal health orientation, reflecting the degree to
which employees value, prioritize, and invest in their own health and well-being, was measured using a four-
item scale adapted from the Health Orientation Scale developed by Snell et al. (1991). Sample item is “T
actively try to prevent health problems to perform well at work™.

Data analysis

Partial Least Squares Structural Equation Modeling (PLS-SEM) was employed to test the hypothesized
relationships. Analyses were conducted using WarpPLS 8.0. To minimize potential common method
variance (CMV), multiple procedural remedies were implemented, including ensuring anonymity of
responses and separating the measurement of predictor and criterion variables. Additionally, Harman’s
single-factor test indicated that no single factor accounted for more than 50% of the total variance, suggesting
that CMV was not a significant concern. Collinearity diagnostics further confirmed the robustness of the
data: all latent constructs achieved VIF values lower than 3.3, supporting the conclusion that the model was
free from multicollinearity.

Results

Measurement model

The psychometric assessment confirmed satisfactory reliability and validity for all constructs (Table 1).
Factor loadings ranged from 0.649 to 0.775 for workplace well-being climate (WW(C), 0.655 to 0.921 for
employee readiness for sustainable health tourism (ER-SHT), 0.623 to 0.794 for employee eustress (EEU),
and 0.719 to 0.885 for personal health orientation (PHO). All constructs demonstrated acceptable reliability
(CR =0.876-0.915; CA = 0.810-0.897) and convergent validity (AVE = 0.511-0.722). In addition, all VIF
values were below 5, indicating no multicollinearity concerns. Overall, the measurement model
demonstrated adequate reliability and validity for subsequent analyses.

Table 1. Overview of psychometric assessment result

Construct Indicators Loading CR CA AVE VIF
Workplace Well-Being Climate (WWC) wwcC 1 (0.720)
WWC 2 (0.737)
WWC_3 (0.695)
WWC 4 (0.692)
WWC 5 (0.775) 0.893 0.863 0.511 3.181
WWC 6 (0.709)
WWC 7 (0.735)
WWC 8 (0.649)
Employee readiness for sustainable health tourism (ER- ER-SHT 1 (0.921)
SHT) ER-SHT 2 (0.888)
ERSHT 3 (0.905) 0.911 0.865 0.722 1.977
ER-SHT 4 (0.655)
Employee Eustress (EEU) EEU_ 1 (0.766)
EEU 2 (0.794)
EEU_3 (0.770)
EEU 4 (0.786)
EEU_5 (0.700)
EEU 6 (0.708) 0.915 0.897 0.521 2.138
EEU 7 (0.726)
EEU 8 (0.678)
EEU 9 (0.647)
EEU_10 (0.623)
Personal health orientation (PHO) PHO 1 (0.756)
PHO 2 (0.885)
PHO 3 (0.832) 0.876 0.810 0.641 2177
PHO_4 (0.719)
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Discriminant validity was confirmed using both the Fornell-Larcker criterion and the Heterotrait-Monotrait
(HTMT) ratio (Tables 2 and 3). The square roots of the AVE for all constructs exceeded their inter-construct
correlations, satisfying the Fornell-Larcker criterion. Likewise, HTMT values ranged from 0.371 to 0.765,
all below the recommended threshold of 0.90, confirming that all variables are empirically distinct and
supporting the measurement model's discriminant validity.

Table 2. Fornell-Larcker criterion results

Construct WWC ER-SHT EEU PHO
Workplace Well-Being Climate (WWC) 0.715

Employee readiness for sustainable health tourism (ER-SHT) 0.606 0.849

Employee Eustress (EEU) 0.669 0.616 0.722

Personal health orientation (PHO) 0.608 0.314 0.518 0.800

Table 3. Heterotrait-Monotrait result
HTMT ratios (good if < 0.90, best if < 0.85)

Construct wwc ER-SHT EEU PHO
Workplace Well-Being Climate (WWC)
Employee readiness for sustainable health tourism (ER-SHT) | 0.699

Employee Eustress (EEU) 0.765 0.698
Personal health orientation (PHO) 0.749 0.371 0.613
Model fit

The model fit and quality assessment (see Table 4) indicated that the structural model demonstrated strong
overall performance across multiple indices (Kock, 2021). Collectively, these results confirm that the
structural model exhibits robust explanatory power, low multicollinearity, and high overall validity.

Table 4: Model fit and quality indices

Assessment Criterion Mark
Average path coefficient (APC) 0.399, P<0.001 P<0.05 N
Average R-squared (ARS) 0.522, P<0.001 P<0.05 B
Average adjusted R-squared (AARS) 0.518, P<0.001 P<0.05 «/
Average block VIF (AVIF) 1.947 acceptable if < 5, ideally < 3.3 N
Average full collinearity VIF (AFVIF) 2.283 acceptable if < 5, ideally <3.3 N
Tenenhaus GoF (GoF) 0.595 small > 0.1, medium > 0.25, large > 0.36 N
Sympson's paradox ratio (SPR) 0.750 acceptable if > 0.7, ideally = 1 B
R-squared contribution ratio (RSCR) 0.961 acceptable if > 0.9, ideally =1 N
Statistical suppression ratio (SSR) 1.000 acceptable if > 0.7 v
Nonlinear bivariate causality direction ratio (NLBCDR) 1.000 acceptable if > 0.7 V

Structural model evaluation and hypothesis testing

Table 5 and Figure 2 present the structural model results, showing moderate-to-substantial explanatory
power. Workplace well-being climate (WWC) and the interaction term explained 53% of the variance in
employee eustress (EEU) (R? = 0.53), while WWC and EEU explained 52% of the variance in employee
readiness for sustainable health tourism (ER-SHT) (R2 = 0.52). Hypothesis 1 was supported, with WWC
positively influencing ER-SHT (B = 0.53, p <0.01, 2= 0.372). Hypothesis 2 was also supported, revealing
a strong positive effect of WWC on EEU (3 = 0.73, p <0.01, 2= 0.570). Hypothesis 3 confirmed that EEU
positively affects ER-SHT (f = 0.23, p < 0.01, 2= 0.146). Finally, Hypothesis 4 was supported, as personal
health orientation (PHO) significantly strengthened the relationship between WWC and EEU (B=0.11,p =
0.04, f2 = 0.044). Overall, the findings demonstrate that workplace well-being climate is a key driver of
employee eustress and readiness for sustainable health tourism, with eustress acting as an important
psychological mechanism and personal health orientation enhancing this relationship.

R?=0.52

Figure 2. Final results
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Table 5: Direct effects

Hs Structural Paths B P-values 2 Result

H1 WWC > ER-SHT .53 <.01 372 Confirmed
H2 WWC >EEU .73 <.01 .570 Confirmed
H3 EEU > ER-SHT .23 <.01 .146 Confirmed
H4 WWC*PHO-> EEU 11 =.04 .044 Confirmed
EEU R#=53, ER-SHT R? =52

The mediation analysis (see Table 6) using bootstrapped confidence intervals (Preacher & Hayes, 2008)
indicated a significant indirect effect of WWC on ER-SHT through EEU. The pathway coefficients were
0.730 for WWC—EEU and 0.230 for EEU—ER-SHT, resulting in an indirect effect of 0.168 (SE = 0.043,
t = 3.905). The 95% bootstrapped confidence interval ranged from 0.084 to 0.252, excluding zero,
confirming the presence of a statistically significant partial mediating effect. This supports the hypothesis
that EEU mediates the relationship between WWC and ER-SHT.

Table 6. Mediation results

Hy. Indirect path Path a Path b Indirect Effect SE t-value Bootstrapped Confidence Interval 95% Mediation
LL [ UL
H5 WWC—EEU— ER-SHT .730 .230 .168 .043 3.905 .084 | 252 Partial

This study examined how workplace well-being climate fosters employee readiness for sustainable health
tourism through the mediating role of eustress and the moderating influence of personal health orientation,
drawing upon Job Demands—Resources theory. The findings provide strong empirical support for the JD-R
motivational pathway and extend its applicability to the emerging domain of sustainable health tourism in
spa and wellness resorts. Specifically, the results demonstrate that when employees perceive their
organization as genuinely prioritizing physical, psychological, and social well-being, they exhibit stronger
readiness to support sustainable health tourism practices. This aligns with JD—R theory’s core proposition
that job resources stimulate motivational processes that foster adaptive and proactive outcomes (Demerouti
et al., 2001; Bakker & Demerouti, 2017; Bakker et al., 2023). A well-being-oriented climate functions as a
strategic organizational resource that signals support, psychological safety, and alignment with wellness
values. Such perceptions enhance employees’ willingness to embrace sustainability-oriented
transformations, consistent with organizational readiness theory (Holt et al., 2007; Weiner, 2020). In
hospitality contexts, readiness has been identified as a crucial determinant of sustainability transitions and
employee sustainability behavior (Widagdo & Roz, 2024; Hasanein et al., 2025). Moreover, in health
tourism enterprises, sustainable development depends heavily on frontline employees who are
psychologically prepared to integrate wellness and sustainability into service delivery (Szromek et al., 2023;
Bostani et al., 2024). The present findings therefore reinforce prior evidence suggesting that employee well-
being is not only an outcome of sustainable systems but also a driver of wellness tourism sustainability
(Munasinghe et al., 2024). The study further demonstrates that workplace well-being climate positively
influences eustress, indicating that supportive climates transform potentially stressful job demands into
energizing challenges. This finding resonates with JD-R theory’s motivational mechanism, whereby job
resources modify stress appraisal processes and generate positive psychological activation rather than strain
(Bakker & Demerouti, 2017). Nelson and Simmons (2005) and Simmons & Nelson (2007) conceptualize
eustress as positive stress characterized by vitality, focus, and growth, and empirical evidence suggests that
organizational conditions determine whether stress becomes distress or eustress. For example, Meirun et al.
(2020) showed that psychosocial work environments shape stress responses in healthcare settings, while
Kozusznik et al. (2015) demonstrated that team climates generate collective eustress patterns associated with
positive outcomes. In hospitality environments, where emotional labor and service intensity are high (Wong
et al., 2025), a well-being climate provides emotional and social resources that allow employees to interpret
work demands as meaningful and manageable. The current findings are also consistent with Almazrouei
(2017), Khairy et al. (2023), Hasanein & Khairy (2026), who found that supportive organizational contexts
enhance positive stress responses. Thus Alghamdi et al. (2024), the study confirms that workplace well-
being climate acts as a resource that stimulates energizing psychological states rather than exhaustion.
Importantly, the results indicate that eustress positively predicts employee readiness for sustainable
health tourism. This finding highlights the motivational power of positive stress in promoting adaptive and
proactive behavior. Prior research shows that eustress enhances creativity, performance, and engagement
(Faiz et al., 2022). Moyo (2025) suggests that optimal stress levels enhance employee performance by
increasing focus and motivation. In sustainability contexts, readiness requires psychological activation and
openness to change (Weiner, 2020). Employees experiencing eustress are more likely to approach
sustainability initiatives with enthusiasm and confidence rather than resistance. This aligns with Anjum &
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Zhao (2022), who found that positive stress stimulates innovative work behavior in healthcare settings. In
spa and wellness resorts, employees must integrate sustainability principles with health-oriented service
delivery (Marmion & Hindley, 2019), and eustress appears to provide the psychological energy required to
support such multifaceted responsibilities. By empirically linking eustress to sustainability readiness, this
study extends the literature on positive stress beyond general performance outcomes into the domain of
sustainable tourism transformation.

A central contribution of the study is confirming that eustress mediates the relationship between
workplace well-being climate and employee readiness. This finding empirically validates the JD-R
motivational pathway, whereby job resources influence outcomes through positive psychological states
(Demerouti et al., 2001; Bakker & Demerouti, 2017). Consistent with this, Meirun et al. (2020) showed that
eustress links psychosocial environments to well-being outcomes, while Faiz et al. (2022) demonstrated that
thriving at work enhances eustress, which subsequently promotes positive job behaviors. The present study
extends this research by showing that eustress translates workplace well-being climate into readiness for
sustainable health tourism. In Egyptian spa and wellness resorts, where service quality, health standards, and
sustainability are closely interconnected (Elshaaer & Elsayed, 2016; Hammad, 2025), eustress emerges as a
key psychological mechanism supporting sustainability-oriented transformation. Thus, workplace climate
alone may be insufficient; its motivational activation is what mobilizes employees toward readiness. Finally,
personal health orientation moderates the relationship between workplace well-being climate and eustress,
with the positive effect being stronger among employees with high health orientation. This finding aligns
with JD-R theory, which recognizes personal resources as factors that strengthen the effects of job resources
(Bakker & Demerouti, 2017). Employees who value health and well-being are more likely to internalize
organizational well-being initiatives and perceive them as consistent with their personal values (Snell et al.,
1991). Similarly, health beliefs can enhance participation in health promotion programs (Rongen et al.,
2014), while alignment between organizational health initiatives and employees’ personal health
commitment strengthens their effectiveness (Smith et al., 2012). In spa and wellness settings, this value
congruence may intensify positive stress appraisal and generate stronger eustress responses. Conversely,
employees with lower health orientation may perceive well-being initiatives as less personally meaningful.
Thus, understanding motivational mechanisms in sustainable health tourism requires consideration of both
organizational conditions and individual predispositions.

Study implications

This study offers several important theoretical contributions to hospitality, organizational behavior, and
sustainable tourism literature. First, by grounding the model in Job Demands—Resources theory, the research
extends the JD-R framework into the emerging domain of sustainable health tourism. While JD-R theory
has been widely applied to explain burnout, engagement, and performance outcomes, its application to
employee readiness for sustainability-oriented transformation remains limited. By demonstrating that
workplace well-being climate functions as a critical job resource that fosters readiness for sustainable health
tourism, this study broadens the scope of JD-R theory beyond traditional performance and well-being
outcomes toward strategic sustainability readiness. Second, the study advances the literature on positive
stress by positioning eustress as a central motivational mechanism linking organizational climate to
sustainability readiness. Although prior research has acknowledged eustress as a positive psychological state
associated with vitality and performance, empirical investigations integrating eustress within sustainability
contexts are scarce. By confirming the mediating role of eustress, the study contributes to the growing
positive organizational psychology perspective that emphasizes energizing psychological states as drivers
of proactive and change-oriented behaviors. This extends sustainability research beyond structural and
attitudinal explanations by highlighting the importance of positive emotional activation. Third, the
moderating role of personal health orientation enriches JD-R theory by incorporating a domain-specific
personal resource that amplifies the effect of job resources on positive stress appraisal. While JD-R theory
acknowledges personal resources, empirical examinations within hospitality and tourism settings remain
limited. By demonstrating that employees with higher personal health orientation experience stronger
eustress under a supportive well-being climate, the study integrates individual value congruence perspectives
into sustainability readiness research. This contribution responds to recent calls for multilevel and person—
organization fit approaches in hospitality sustainability studies. Finally, the research contributes to
sustainable tourism literature by conceptualizing employee readiness for sustainable health tourism as a
psychologically grounded construct. Much of the sustainability literature in tourism has focused on policy,
strategy, and environmental performance metrics. This study shifts attention toward internal human
mechanisms, arguing that sustainable transformation in health tourism is contingent upon organizational
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climate and employee psychological activation. In doing so, it bridges hospitality sustainability research
with organizational climate and positive stress theories.

The findings offer several actionable implications for managers of spa resorts, wellness hotels, and
health tourism enterprises. First, organizations should institutionalize a strong workplace well-being climate
through visible practices, including employee wellness programs, work-life balance policies, and safe,
ergonomically designed workspaces. Leadership behaviors are critical; managers should model healthy
behaviors, communicate openly about well-being priorities, and integrate well-being metrics into
performance evaluations. A formal “Well-Being Committee” can further embed well-being into
organizational culture. Second, managers should actively cultivate eustress rather than merely reduce stress.
This can be achieved by designing challenging yet achievable sustainability-related tasks, providing
autonomy in implementing green practices, and framing sustainability initiatives as opportunities for
innovation and growth. Employees could be encouraged to propose eco-friendly spa treatments or resource-
saving innovations, with recognition for creative contributions. Training can also include positive stress
management to help employees reinterpret demanding situations as opportunities for learning and
development. Third, recruitment and training should incorporate personal health orientation. Organizations
may assess applicants’ commitment to health and wellness values while strengthening employees’ health
orientation through workshops, mindfulness programs, and health promotion incentives. These initiatives
enhance value congruence and strengthen the motivational impact of well-being climate on eustress. Finally,
sustainability initiatives should be communicated as integrated with employee well-being. Managers can
link practices such as reducing chemical usage, improving indoor air quality, and sourcing organic products
with employee health benefits. This framing reinforces organizational goals and personal values, thereby
enhancing readiness for sustainable health tourism.

Limitations and future research

This study has limitations that provide opportunities for future research. First, the cross-sectional design
limits causal inference; therefore, longitudinal or experimental studies are needed to better examine the
relationships among workplace well-being climate, eustress, and readiness for sustainable health tourism.
Second, because the data were collected from spa and wellness resorts within a single national context, future
cross-country studies are needed to enhance generalizability and examine cultural and institutional
differences. Third, the use of self-reported measures may introduce common method bias. Future research
should incorporate multi-source data, such as supervisor evaluations, objective sustainability indicators, or
physiological stress measures, to strengthen the validity of the findings. Finally, future studies should
examine additional personal resources, including psychological capital, resilience, pro-environmental
values, and green self-efficacy, as potential moderators, as well as mediators such as work engagement,
meaningfulness, and organizational identification. Investigating team-level climate and collective eustress
would also provide a more comprehensive understanding of employee readiness for sustainable health
tourism.

Funding

This research was funded by the Deanship of Scientific Research, Vice Presidency for Graduate Studies and
Scientific Research, King Faisal University, Saudi Arabia, grant number [KFU263642].
Acknowledgment

This work was supported by the Deanship of Scientific Research, Vice Presidency for Graduate Studies and
Scientific Research, King Faisal University, Saudi Arabia [KFU263642].

References
Alghamdi, A., Baquero, A., Khairy, H. A., & Salama, W. M. E. (2024). Social loafing and job performance in hotels: Does transactional
leadership matter? African Journal of Hospitality, Tourism and Leisure, 13(1), 192-

197. https://doi.org/10.46222/ajhtl. 19770720.497

Almazrouei, S. (2017). The effect of emotional intelligence dimensions on enhancing employees’ eustress at work. Information Management
and Business Review, 9(4), 18-27. https://doi.org/10.22610/imbr.v9i4.1895

Anjum, A., & Zhao, Y. (2022). The impact of stress on innovative work behavior among medical healthcare professionals. Behavioral
Sciences, 12(9), 340. https://doi.org/10.3390/bs12090340

Bakker, A., & De Vries, J. (2021). Job demands—resources theory and self-regulation: New explanations and remedies for job burnout. Anxiety,
Stress, & Coping, 34(1), 1-21. https://doi.org/10.1080/10615806.2020.1797695

Bakker, A., & Demerouti, E. (2007). The job demands—resources model: State of the art. Journal of Managerial Psychology, 22(3), 309—
328. https://doi.org/10.1108/02683940710733115

Bakker, A., & Demerouti, E. (2014). Job demands-resources theory. In P. Y. Chen & C. L. Cooper (Eds.), Wellbeing: A complete reference
guide (Vol. 3, pp. 1-28). Wiley. https://doi.org/10.1002/9781118539415.wbwell019



https://doi.org/10.46222/ajhtl.19770720.497
https://doi.org/10.22610/imbr.v9i4.1895
https://doi.org/10.3390/bs12090340
https://doi.org/10.1080/10615806.2020.1797695
https://doi.org/10.1108/02683940710733115
https://doi.org/10.1002/9781118539415.wbwell019

Building readiness for sustainable health tourism: The influence of workplace well-being climate, eustress, and personal health 841
orientation

Bakker, A., & Demerouti, E. (2017). Job demands—resources theory: Taking stock and looking forward. Journal of Occupational Health
Psychology, 22(3), 273-285. https://doi.org/10.1037/0cp0000056

Bakker, A., Demerouti, E., & Sanz-Vergel, A. (2023). Job demands-resources theory: Ten years later. Annual Review of Organizational
Psychology and Organizational Behavior, 10(1), 25-53. https://doi.org/10.1146/annurev-orgpsych-120920-053933

Bansal, A., Mukherjee, S., & Prayag, G. (2025). From crisis to care: Redesigning work and jobs for employee well-being in hospitality and
tourism. Tourism and Hospitality Research. Advance online publication. https://doi.org/10.1177/14673584251321038

Bostani, F., Amerzadeh, M., Moosavi, S., Zaboli, R., & Kalhor, R. (2024). Hospitals’ readiness to attract health tourists: A comparative study
in Iran. Discover Public Health, 21(1), 186. https://doi.org/10.1186/s12982-024-00308-5

Burns, R., & Machin, M. (2013). Employee and workplace well-being: A multi-level analysis of teacher personality and organizational climate
in Norwegian teachers from rural, urban and city schools. Scandinavian Journal of Educational Research, 57(3), 309-
324. https://doi.org/10.1080/00313831.2012.656281

Day, J. (2011). Pilot study to assess the readiness of the tourism industry in Wales to change to sustainable tourism business practices. Journal
of Hospitality and Tourism Management, 18(1), 130-139. https://doi.org/10.1375/jhtm.18.1.130

Demerouti, E., Bakker, A., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands—resources model of burnout. Journal of Applied
Psychology, 86(3), 499-512. https://doi.org/10.1037/0021-9010.86.3.499

Elshaaer, N. ., & Elsayed, S. F. (2016). Improving spa services to a better customers' attraction: A case study on Red Sea resorts. Journal of
Association of Arab Universities for Tourism and Hospitality, 13(1), 167-182. https://doi.org/10.21608/jaauth.2016.49970

Faiz, S., Safdar, S., & Mubarak, N. (2022). Impact of thriving at work on eustress and distress: Career growth as mediator. European Journal
of Training and Development, 46(1-2), 178-193. https://doi.org/10.1108/EJTD-08-2020-0130

Gu, D., Zhao, Y., Yang, X., Jain, H., Srite, M., Liang, C., & Li, R. (2026). Where are eustress and distress from? An examination of smart
healthcare system use. Industrial Management & Data Systems. Advance online publication. https://doi.org/10.1108/IMDS-05-
2025-0651

Hammad, A. (2025). Digital detox tourism as a contemporary trend for enhancing wellness tourism in the Egyptian tourist destination. Minia
Journal of Tourism and Hospitality Research, 20(1), 134-154. https://doi.org/10.21608/mjthr.2025.443677.1234

Hasanein, A. M., & Khairy, H. A. (2026). Presenteeism and emotional exhaustion as mechanisms linking abusive leadership to non-green
behavior in hotel enterprises: The buffering role of co-worker support. European Journal of Investigation in Health, Psychology
and Education, 16(3), 46. https://doi.org/10.3390/ejihpe16030046

Hasanein, A. M., Al-Romeedy, B. S., Khairy, H. A., & Aliane, N. (2025). Designing for sustainability: How ergonomics enhances green
motivation and innovation in the hospitality sector. Tourism and Hospitality, 6(5), 280. https://doi.org/10.3390/tourhosp6050280

Hasanein, A. M., Khairy, H. A, Al-Romeedy, B. S., & Albarg, A. N. (2026). Working smarter with Al in hotel industry: How awareness fuels
eustress, task crafting, and adaptation. Societies, 16(1), 36. https://doi.org/10.3390/s0c16010036

Holt, D. T., Armenakis, A. A., Feild, H. S., & Harris, S. G. (2007). Readiness for organizational change: The systematic development of a
scale. The Journal of Applied Behavioral Science, 43(2), 232-255. https://doi.org/10.1177/0021886306295295

Hsu, C. Y., Chen, M. Y., Nyaupane, G. P., & Lin, S. H. (2020). Measuring sustainable tourism attitude scale (SUS-TAS) in an Eastern island
context. Tourism Management Perspectives, 33, 100617. https://doi.org/10.1016/j.tmp.2019.100617

Huang, Y. H., Giordano, F. B., He, Y., Anger, W. K., Lee, J., Wang, M., & Olson, R. (2025). The development and validation of a Total
Worker Health Climate Scale. Journal of Occupational Health Psychology, 30(5), 331-?. https://doi.org/10.1037/0cp0000412

Hung, T. H., Nguyen, P. M., & Luu, T. M. N. (2025). Green human resource management enhance employee well-being to achieve the
sustainable development in Vietnam hospitality industry. In Advancing the SDGs in developing and emerging economies: Volume
11: Sustainable development challenges (pp. 133-147). Springer Nature Switzerland. https://doi.org/10.1007/978-3-031-95103-9_9

Khairy, H. A., Baquero, A., Al-Abyadh, M. H., & Alsetoohy, O. (2023). How is work disengagement affected by workplace bullying in the
hotel industry? The role of authentic leadership. African Journal of Hospitality, Tourism and Leisure, 12(4), 1437-
1452. https://doi.org/10.46222/ajhtl.19770720.441

Khairy, H. A., & Salama, W. M. (2026). The impact of role overload on female hoteliers” intention to quit: The mediating role of work—family
conflict and the moderating role of co-worker support. Societies, 16(2), 39. https://doi.org/10.3390/s0¢16020039

Khairy, H. A., Salama, W. M. W., Suliman, M. A., & Abd-AlHady, M. H. (2026). Understanding presenteeism and employee withdrawal in
hotels and travel agencies: Do emotional exhaustion and resilience matter? African Journal of Hospitality, Tourism and Leisure,
15(2), 398-407. https://doi.org/10.46222/ajhtl.19770720.748

Kim, M., & Baker, M. A. (2024). Sustainable tourism employment: A comprehensive overview of tourism employees’ experience from a
tourist-employee interaction  perspective. Journal ~ of  Hospitality —and Tourism  Management, 60, 228-
238. https://doi.org/10.1016/j.jhtm.2024.07.009

Kock, N. (2021). WarpPLS user manual: Version 7.0. ScriptWarp Systems.

Kozusznik, M. W., Rodriguez, I., & Peird, J. M. (2015). Eustress and distress climates in teams: Patterns and outcomes. International Journal
of Stress Management, 22(1), 1-22. https://doi.org/10.1037/a0038581

Marmion, M., & Hindley, A. (2019). Tourism and health: Understanding the relationship. In Good health and well-being(pp. 738-746).
Springer International Publishing.

Meirun, T., Bano, S., Javaid, M. U., Arshad, M. Z., Shah, M. U., Rehman, U., & llyas, M. (2020). Nuances of COVID-19 and psychosocial
work environment on nurses’ wellbeing: The mediating role of stress and eustress in lieu to JD-R theory. Frontiers in Psychology,
11, 570236. https://doi.org/10.3389/fpsyq.2020.570236

Moilanen, F., & Toikka, A. (2023). Measuring employees’ perceptions of sustainability transitions at work: A novel survey with findings from
Finland. Discover Sustainability, 4(1), 45. https://doi.org/10.1007/s43621-023-00163-5

Morrison, E. W. (1993). Newcomer information seeking: Exploring types, modes, sources, and outcomes. Academy of Management Journal,
36(3), 557-589. https://doi.org/10.5465/256592

Moyo, N. (2025). The tipping point between eustress and psychological distress at work: Effects of occupational stress on employee
performance outcomes [Doctoral dissertation, University of California, Merced].

Munasinghe, D. M. D. T., Prabuddha, C., Dangalla, D. K. T., & Wasantha, H. N. (2024). Employee wellbeing and wellness tourism
sustainability in Sri Lanka: The mediating role of job satisfaction. International Journal of Research Publication and Reviews,
5(2), 1912-1925. https://doi.org/10.55248/gengpi.5.0224.0526

Nelson, D. L., & Simmons, B. L. (2005). Eustress and attitudes at work: A positive approach. In Research companion to organizational health
psychology (p. 102).

Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling strategies for assessing and comparing indirect effects in multiple mediator
models. Behavior Research Methods, 40(3), 879-891. https://doi.org/10.3758/BRM.40.3.879

Rongen, A., Robroek, S. J., & Burdorf, A. (2014). The importance of internal health beliefs for employees’ participation in health promotion
programs. Preventive Medicine, 67, 330-334. https://doi.org/10.1016/j.ypmed.2014.07.037

Salama, W. M., Khairy, H. A., Othman, I. M., Ibrahim, T. M. A. G., Farid, M. B., & Elbanna, S. S. S. A. (2025). Paradoxical leadership, green
commitment, and green self-efficacy: The mediating and moderating pathways to green innovative work behavior in the tourism
and hospitality businesses. GeoJournal of Tourism and Geosites, 62(4), 2376—2389. https://doi.org/10.30892/gtg.62433-1599



https://doi.org/10.1037/ocp0000056
https://doi.org/10.1146/annurev-orgpsych-120920-053933
https://doi.org/10.1177/14673584251321038
https://doi.org/10.1186/s12982-024-00308-5
https://doi.org/10.1080/00313831.2012.656281
https://doi.org/10.1375/jhtm.18.1.130
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.21608/jaauth.2016.49970
https://doi.org/10.1108/EJTD-08-2020-0130
https://doi.org/10.1108/IMDS-05-2025-0651
https://doi.org/10.1108/IMDS-05-2025-0651
https://doi.org/10.21608/mjthr.2025.443677.1234
https://doi.org/10.3390/ejihpe16030046
https://doi.org/10.3390/tourhosp6050280
https://doi.org/10.3390/soc16010036
https://doi.org/10.1177/0021886306295295
https://doi.org/10.1016/j.tmp.2019.100617
https://doi.org/10.1037/ocp0000412
https://doi.org/10.1007/978-3-031-95103-9_9
https://doi.org/10.46222/ajhtl.19770720.441
https://doi.org/10.3390/soc16020039
https://doi.org/10.46222/ajhtl.19770720.748
https://doi.org/10.1037/a0038581
https://doi.org/10.3389/fpsyg.2020.570236
https://doi.org/10.1007/s43621-023-00163-5
https://doi.org/10.5465/256592
https://doi.org/10.55248/gengpi.5.0224.0526
https://doi.org/10.3758/BRM.40.3.879
https://doi.org/10.1016/j.ypmed.2014.07.037
https://doi.org/10.30892/gtg.62433-1599

A.M. Hasanein and H.A Khairy 842

Sanduvete-Chaves, S., Lozano-Lozano, J. A., Chac6n-Moscoso, S., & Holgado-Tello, F. P. (2018). Development of a work climate scale in
emergency health services. Frontiers in Psychology, 9, 10. https://doi.org/10.3389/fpsyg.2018.00010

Simmons, B. L., & Nelson, D. L. (2007). Eustress at work: Extending the holistic stress model. In Positive organizational behavior (pp. 40—
53). SAGE Publications. https://doi.org/10.4135/9781446212752.n4

Singh, T., Verma, M., & Chaturvedi, S. (2025). Work, stress, and health. In Handbook of concepts in health, health behavior and
environmental health (pp. 1-38). Springer Nature Singapore.

Smith, S., Makrides, L., Schryer Lebel, F., Allt, J., Montgomerie, D., Farquharson, J., & Szpilfogel, C. (2012). The Healthy Lifeworks Project:
The role of organisational health in the personal health of employees. International Journal of Workplace Health Management,
5(3), 194-209. https://doi.org/10.1108/17538351211268854

Snell, W. E., Jr., Johnson, G., Lloyd, P. J., & Hoover, M. W. (1991). The Health Orientation Scale: A measure of psychological tendencies
associated with health. European Journal of Personality, 5(2), 169-183. https://doi.org/10.1002/per.2410050208

Stuber, F., Seifried-Diibon, T., Rieger, M. A., Giindel, H., Ruhle, S., Zipfel, S., & Junne, F. (2021). The effectiveness of health-oriented
leadership interventions for the improvement of mental health of employees in the health care sector: A systematic
review. International Archives of Occupational and Environmental Health, 94(2), 203-220. https://doi.org/10.1007/s00420-020-
01583-w

Szromek, A. R., Puciato, D., Markiewicz-Patkowska, J. I., & Colmekcioglu, N. (2023). Health tourism enterprises and adaptation for
sustainable  development. International ~ Journal ~ of  Contemporary  Hospitality = Management,  35(1), 1-
25. https://doi.org/10.1108/IJCHM-01-2022-0060

Teetzen, F., Klug, K., Steinmetz, H., & Gregersen, S. (2023). Organizational health climate as a precondition for health-oriented leadership:
Expanding the link  between leadership and employee  well-being. Frontiers in  Psychology, 14,
1181599. https://doi.org/10.3389/fpsyq.2023.1181599

Tham, T. L., & Holland, P. (2018). What do business school academics want? Reflections from the national survey on workplace climate and
well-being:  Australia  and New  Zealand. Journal of Management &  Organization, 24(4), 492-
499. https://doi.org/10.1017/jm0.2018.3

Viitala, R., Tanskanen, J., & Séntti, R. (2015). The connection between organizational climate and well-being at work. International Journal
of Organizational Analysis, 23(4), 606-620. https://doi.org/10.1108/IJOA-10-2013-0716

Weiner, B. J. (2020). A theory of organizational readiness for change. In Handbook on implementation science (pp. 215-232). Edward Elgar
Publishing.

Widagdo, B., & Roz, K. (2024). How the readiness to change and intention to remain in employees? Evidence on the sustainability of
hospitality employees in Indonesia. International Journal of Sustainable Development and Planning, 19(9), 3671-
3678. https://doi.org/10.18280/ijsdp.190935

Wong, A. K. F., Kim, S., Gamor, E., Koseoglu, M. A., & Liu, Y. (2025). Advancing employees’ mental health and psychological well-being
research in hospitality and tourism: Systematic review, critical reflections, and future prospects. Journal of Hospitality & Tourism
Research, 49(5), 1014-1031. https://doi.org/10.1177/10963480241271084

Yesildag, A. Y., Turan Kurtaran, A., & Sevim, F. (2025). Assessing workplace well-being in healthcare: The violence-prevention climate and
its relationship with workplace happiness. International Nursing Review, 72(2), e13026. https://doi.org/10.1111/inr.13026



https://doi.org/10.3389/fpsyg.2018.00010
https://doi.org/10.4135/9781446212752.n4
https://doi.org/10.1108/17538351211268854
https://doi.org/10.1002/per.2410050208
https://doi.org/10.1007/s00420-020-01583-w
https://doi.org/10.1007/s00420-020-01583-w
https://doi.org/10.1108/IJCHM-01-2022-0060
https://doi.org/10.3389/fpsyg.2023.1181599
https://doi.org/10.1017/jmo.2018.3
https://doi.org/10.1108/IJOA-10-2013-0716
https://doi.org/10.18280/ijsdp.190935
https://doi.org/10.1177/10963480241271084
https://doi.org/10.1111/inr.13026

	btnOpenRubric: 


