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Abstract 
This research aims to analyze the significance level of factors influencing business growth in the service sectors in Lao PDR, 
conduct Confirmatory Factors Analysis (CFA) of these factors, and explore the structural equation modeling (SEM) of 
business growth in the services sector in Lao PDR. This study employs a quantitative approach, using a questionnaire 
distributed to 373 respondents from the services sector in Lao PDR. The data were analyzed using structural equation modeling 
for hypothesis testing. The study finds that the importance level of factors influencing business growth in services sectors has 
a mean of 3.40 (SD=0.79), while competitive advantage has a mean of 3.20 (SD=0.86).  The Confirmatory Factors Analysis 

(CFA) result for the measurement model indicates the following values: 𝜒2/df =2.747. χ2=21.980, GFI=0.98, AGFI=0.95, 

CFI=0.99, RMSEA=0.069. Hypothesis testing results show that E-Human resource management factors have a positive 
influence on competitive advantage, Supporting the hypothesis with a t-value of 14.70, an influence coefficient of β=0.84, and 
P<0.001. Competitive advantage factors positively influence business growth in the services sector in Lao PDR, supporting 
the hypothesis with a value of 6.14, and influence coefficient β=0.58, and P<0.001. Additionally, E-Human resource 
management factors positively influence business growth in the services sector in Lao PDR, Supporting the hypothesis of t-
value=4.65, and influence coefficient of β =0.41, and P<0.001. The structural equation model for business growth in services 

sectors is a good fit, with the value of 𝜒2/df=2.001, χ2=42.018 (insignificant), GFI=0.98, AGFI=0.95, CFI=0.99, and 

RMSEA=0.052, meeting the specified criteria for structural equation model. Hypothesis testing results confirm the acceptance 
of two hypotheses. First, there is a positive and significant relation between E-Human resource management and Competitive 
advantage, with R2=0.70. Second, the results show a positive relationship between E-Human resource management, 
Competitive advantage, and business growth, with R2=0.9. 
 
Keywords: E-Human resource management, Competitive advantage, and business growth in services sector in Lao PDR. 
 
Introduction 
The service sector in Lao PDR plays an important role in driving economic growth and development, contributing significantly 
and accounting for 42% of GDP (World Bank, 2019). In the rapidly evolving digital era, business services in Lao PDR, are 
encountering unprecedented challenges and opportunities (Ministry of Planning and Investment, 2020). Business services are 
vital to the socioeconomic progress of countries, especially in generating employment, contributing to GDP, fostering 
economic growth, and enhancing welfare, living conditions, income levels, and social stability worldwide (Kumar, 2017). E-
human resource management practices are transitioning to digital platforms, Emphasizing the need for organizations to adapt 
to new technologies to remain competitive, and HRM service quality (Bondarouk et al., 2017; Bondarouk & Ruël, 2009; 
Zavyalova et., 2022; Hidayat et al., 2025; Baiyere et al., 2025).  However, the adaptation of human resource management 
strategies in the services sector has been slow due to limited technological infrastructure, inadequate literacy, and lack of 
strategic alignment between human resource management practices and business services goals (Southiseng & Walsh, 2010).  
Simultaneously, competitive advantage remains a critical factor in driving business growth in services sectors are considered a 
significant national country contributors to boosting economic growth in progress (Hoshino, 2024). Business organizations 
need to adopt new management methods to support these changes, considering human resources development as a key factor 
in enabling organizations to transition towards a modern global society (Zhang & Chen, 2024). Utilizing diverse digital 
technology tools within a business growth in the services sector framework is crucial for attaining a long-lasting competitive 
edge. Knowledge and skills can drive changes within organizations as well as in the economy and society (Tran & Nguyen, 
2022; Achar et al., 2022). E-Human resource management (E-HRM) is closely related with Industry 4.0 and Society 5.0 
(Agustain et al., 2023). The digital economy is a key catalyst for the expansion of digital initiatives, improving market 
connectivity and speeding up digitalization across almost all economic sectors, significantly supporting on business growth in 
services sector in Lao PDR (Runde et al., 2022; Ministry of Technology and Communication, 2021).  
Based on the literature review and a large body of relevant scientific research, it is evident that factors influencing business 
growth in services sectors include government policies, technology adoption, competition, and resource management within 
business organizations. Further analysis reveals that human resource management in the digital era is particularly crucial for 
competitiveness and business growth in services sector. Therefore, understanding the conditions, challenges, and various 
factors influencing human resource management in the digital era is essential on business growth in services sector in Lao 
PDR. This information can be highly beneficial to government agencies and business operators in planning human resource 
development strategies to adapt to the evolving economic, social, and technological environment of the current and future 
digital economy.  
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Previous research on business growth in services sector in Lao PDR has shown that there is still limited understanding, 
especially concerning e-human resource management, competitive advantage, and business growth in services sector. It is 
essential to promote knowledge and awareness among entrepreneurs in Lao PDR to ensure their survival and sustainable 
growth in the current business environment and to prepare them for future competition. Therefore, this study aims to explore 
the relationship between e-HRM and competitive advantage and their combined impact on the growth of the business services 
sector in Lao PDR. It seeks to address the gaps in understanding and provide actionable insights for business to navigate the 
digital transformation effectively. 
 
Literature Review  
This research is developed from a comprehensive literature review on factors influencing on e-human resource management, 
competitive advantage, and business growth in services sectors and the primary intent is to identify the construct that could 
be most beneficial to examining the relationship between e-human resource management, competitive advantage, and business 
growth. E-human resource management is a critical focus and plays a vital role in the development on business growth in the 
services sector in Lao PDR. Businesses that implement human resource management efficiently and Influence often gain a 
substantial competitive edge over their rivals. This occurrence can be attributed to the fact that human capital is regarded as 
one of the most valuable assets within an organization. In the age of globalization and heightened competition, organizations 
face unavoidable pressure to continuously innovate and adapt to the swift changes in the business landscape (Jorge Ulises & 
Pablo José, 2024).  
The e-human resource management was measured using 10 items and tree construct variables adapted from Dhamija (2012); 
Ruiz-Villavicencio et al., (2025); Shaddiq & Irpan (2023); Kongpradit & Kummadee, 2020), all of which have been previously 
validated. Example items include training on digital technology knowledge and skills; utilizing digital technology to organize 
technical seminars; developing a learning platform and knowledge management through a digital human resource management 
system; conducting employee searches and job postings via social media platforms (e.g., Facebook); and providing job 
application details and requirements through the e-human resource management system (Al-Zaqeba et al., (2025); Aggarwal & 
Sharon, 2017; Bondarrouk & Brewster, 2016). Additionally, the system facilitates announcing candidate selections through the 
e-human resource management system, and using digital technology for salary and pension payments, bonuses and welfare 
benefits, and health check-ups through the i-Banking system. Previous research studies show a positive relationship between 
E-Human resource management factors, particularly human resource management practices such as e-training and 
development, e-recruitment and e-selection, e-compensation management, and business growth  (Elsawy, 2021; Nurshabrina 
& Adrianti, 2020; Waheed et al., 2020). In digital era, business organizations need to develop human resources with knowledge, 
skills, and expertise in digital technology, create value for products and services to meet customer needs, and establish 
competitive advantages, which is consistent with the findings of Pham (2020); Alqarni et al. (2023); Yuwanda et al. (2023); 
Indarti & Langenberg (2004).   
Previous research studies indicate a positive relationship between e-human resource management factors—particularly human 
resource management practices such as e-training and development, e-recruitment and e-selection, and e-compensation 
management—and business growth (AlHamad et al., 2022; Elsawy, 2021; Nurshabrina & Adrianti, 2020; Waheed et al., 2020). 
In the digital era, business organizations must develop human resources with knowledge, skills, and expertise in digital 
technology, create value in products and services to meet customer needs, and establish competitive advantages. These findings 
align with the research of Pham (2020); Alqarni et al. (2023); and Yuwanda et al. (2023). 
Competitive advantage is crucial for the long-term success of business, serving as the foundation for determining its business 
strategy. Some researchers have also explored the concept of competitive advantage at the firm level, drawing on current 
research in strategy and business competitiveness. Based on their business strategies, competitive strategies can be categorized 
into cost leadership, differentiation, market niche (Porter, 1985), and customer value (Woodruff, 1997) as sources of 
competitive advantage. The greater emphasis on firm-level analysis in recent periods has given rise to the Resource-Based 
View (RBV), which focuses on how a firm uses its unique internal resources and capabilities to outpace its rivals (Barney, 1991; 
Grant, 1991; Lado & Wilson, 1994); Willie, 2025). Previous studies have demonstrated a significant Influence of competitive 
advantage on business growth in services (Wijaya & Suasih, 2020; Yusuf et al., 2023; Yuwanda et al., 2023) 
Business growth in the service sector is a measure of a firm’s success in achieving its business objectives (Imran et al., 2018). 
Research studies examining the relationship between e-human resource management, competitive advantage variables, and 
business growth in services sector have often employed two main approaches. The first is the subjective approach, which 
focuses on a firm's performance relative to its competitors. The second is the objective approach, which is based on absolute 
measures of performance. Studies adopting the subjective approach have frequently measured on business growth in services 
sector using non-financial indicators, as highlighted by Murphy (1996); Chong (2008); Ahmad et al. (2010). According to 
Kaplan and Norton (1996), business growth in services sector can be evaluated across various dimensions, including the 
customer perspective, internal business processes, and learning and growth.  Business growth is considered an endogenous 
latent variable, and is developed using three constructs and ten items. 
This study explores the Influences of e-human resource management, concentrating on e-recruitment, e-selection, e-training 
and development, and e-compensation. The e-human resource management framework is established by El Saeed (2025); 
Baykal (2022); AlHamad et al. (2022); Shaddiq & Irpan (2023), and Kongpradit & Kummadee (2020). The Competitive 
Advantage variables (Focus, Cost strategy, and customer value) are analyzed using Porter’s Theory (1985), while Customer 
value is based on Woodruff (1997).  Business growth in service is measured through three perspectives: Customer perspective, 
internal business processes, and Learning and growth, following the framework of Kaplan and Norton (1996). 
Previous studies have shown positive Influences between e-human resource management and Competitive Advantage (Alqarni 
et al., 2023); Nurshabrina & Adrianti, 2020; Obeidat et al., 2018), as well as between Competitive Advantage and  business 
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growth  (Wijaya & Suasih, 2020; Yuwanda et al., 2023). Additionally, positive Influences have been identified between e-human 
resource management, and business growth (AlHamad et al., 2022; Elsawy, 2021; Hosain, 2017; Yusuf et al., 2023; Opoku, 
2024). Based on the literature review, this research is conducted based on the following three hypotheses: 
H1: There is a significant positive relationship between e-HRM and competitive advantage.  
H2: There is a significant positive relationship between competitive advantage and business growth in the services sector. 
H3: There is a significant positive relationship between e-HRM and business growth in the services sector. 
 
Conceptual Framework 
Based on the theoretical framework and empirical research related to e-human resource management and business growth in 
the services sector, this study proposed the following conceptual framework below: 
 

Figure 1. Proposed Conceptual Framework 

 
 
Methodology 
This research utilizes a quantitative survey approach to assess the proposed hypotheses, specifically investigating the influences 
of e-human resource management and  business growth in services in Lao PDR. It also explores the relationship between 
competitive advantage factors and business growth in services sectors. The methodology involves gathering primary data 
through questionnaires distributed to a sample group, which is then analyzed using SPSS-AMOS software to achieve the 
research objectives, test the hypotheses, and conduct structural equation modeling (SEM) analysis. 
This research focused on e-HRM and factors influencing business growth in services in Lao PDR. The population of this 
study consisted business unit operators in Vientiane capital, Luang Phrabang City, Kaisone Phomvihane City, and Pakse City, 
Lao PDR, which represent the characteristics of a special economic zone and trade center in this geographic region. In this 
study, the sample size was 373 business services.  Hair et al. (2010) suggested that for Structural Equation Modelling (SEM) 
analysis, a minimum of 250 samples is required when the number of observed variables is a fewer than 12. The data collected 
were analyzed using descriptive and inferential statistics methods. Questionnaires were distributed to 373 business units in Lao 
PDR and responses were  collected over approximately three months in 2024, yielding 373 complete responses, resulting in a 
97.13 % response rate. According to Roth and Craig (1998), and acceptable response rate is around 49.6%.   
The questionnaire was developed based on a literature review of related studies and its content validity was tested using the 
index of congruence (IOC) by 3 experts. The questionnaire had an IOC greater than 0.50 (Rovinelli & Hambleton, 1976). The 
reliability of the instrument was tested using Cronbach’s alpha, which was found to be 0.96, greater than the acceptable 
threshold of 0.7 (Nunnally, 1994).  
The measurement model was assessed through reliability and validity tests, factor loading values, and model fit. Convergent 
validity was evaluated using the average variance extracted (AVE), while the reliability of the model was assessed using 
composite reliability (CR). All factor loading values were greater than 0.5. The study adhered to the thresholds for average 
variance extracted (AVE ≥ 0.5) and composite reliability (CR ≥ 0.7), as recommended by Hair et al. (2010) and Fornell & 
Larcker (1981).  
 
Results  

Demographic statistics  

This research was conducted at a business growth in services sector in Lao PDR, as it is one of the central tourism, cultural, 

educational, and historical hubs in the partly of Laos. Demographic information was collected from 373 respondents through 

a paper-based survey conducted between January to April 2024. The research presents the demographic characteristics and 

business profiles of respondents based on key factors such as gender, age, education, position, duration of business operations, 

type of business, and number of employees on business growth in services sector in Lao PDR. The data show a slightly higher 

participation of male respondents indicating (52.3%) compared to female respondents (47.7). The majority of respondents are 

between 36 and 45 years old (38.9%), followed by those aged 25-35 (33.8%). The largest group of respondents holds a 

bachelor's degree (60.1%). More than half of the respondents (53.4%) are department heads, followed by business owners 

(34.6%). Most business units have been in operation for more than 10 years (57.6%). The majority of businesses operate in 

the service sector in Vientina capital (56%), and most businesses have fewer than 50 employees (68%). 

 
Descriptive Analysis 
The descriptive statistics of e-human resource management, competitive advantage and business growth factors are shown in 
Table 1. The results showed that the means and standard deviations (SD) of each item ranged from 3.34 to 4.24, with standard 
deviations ranging from 0.75 to 0.86. The importance level of E-Human resource management factors in digital era includes 
five key items: using digital technology to pay employee salaries through the i-Banking system, developing a learning system 
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and knowledge management through a E-HRM system, using digital technology to pay bonuses and benefits through i-
Banking, providing job application information and requirements through the HRM digital system, and announcing candidate 
selections through the HRM digital system. The mean scores for these items indicated a high level of importance, ranging 
from 3.26 to 3.49. The competitive advantage factors with high importance included the ability to set prices for goods and 
services that reflect the value traders expect to receive, the ability to produce products and services of higher quality than 
competitors, the organization's ability to engage with customers and communicate differentiation from competitors, the 
organization's ability to choose a clear target market, the organization's ability to provide goods and services suitable for each 
customer group, and the organization's ability to explore new markets that can continuously generate profits. The mean scores 
for these factors ranged from 3.36 to 4.25. Regarding business growth in services, the factors of very high importance included 
the business's constant development of new products for customers, the consistent generation of innovative ideas for products 
and services, and having an Influence internal management system, as shown in Table 1.  
 

Table 1. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  

 Observe Variable and Items Mean SD 

No E-Human Resource Management      

1. Training on knowledge and skills using digital technology. 3.34 0.73 
2. Utilizing digital technology for organizing technical seminars. 3.26 0.70 

3. 
Developing a learning system and knowledge management through a 
digital HRM system. 

3.43 0.79 

4. 
Searching for personnel and posting job opportunities through social 
media platforms (e.g., Facebook). 

3.32 0.77 

5. 
Providing job application information and requirements through the 
HRM digital system. 

3.45 0.75 

6. Announcing candidate selections through the HRM digital system. 3.42 0.76 

7. 
Using digital technology for salary and pension payments via i-Banking 
systems. 

3.39 0.77 

8. 
Using digital technology to pay bonuses and benefits through i-
Banking. 

3.45 0.80 

9. 
Using digital technology for payments related to medical treatment and 
health check-ups via the i-Banking system. 

3.33 0.75 

10. 
Using digital technology to pay employee salaries through the i-Banking 
system. 

3.49 0.80 

No Competitive Advantage Mean SD 

1. The organization's ability to choose a clear target market. 3.56 0.87 

2. 
The organization's ability to provide goods and services suitable for 
each customer group. 

3.53 0.88 

3. 
The organization's ability to explore new markets that can continuously 
generate profits. 

3.46 0.75 

4. The ability to provide labor at a lower cost than competitors.  3.26 0.83 

5. The ability to source raw materials at a lower cost than competitors.  3.22 0.82 

6. 
The ability to produce goods and services at a lower cost than 
competitors. 

3.24 0.81 

7. 
The ability to set prices for goods and services that reflect the value 
traders expect to receive. 

3.60 0.82 

8. 
The ability to produce products and services of higher quality than 
competitors. 

3.64 0.80 

9. 
The organization's ability to engage with customers and communicate 
differentiation from competitors. 

3.52 0.82 

No  Business growth in the services sector Mean SD 

1. The business has continuously increased customer satisfaction. 3.54 0.78 
2. The business has consistently increased sales. 3.52 0.78 
3. The business has a strategy to continuously attract new customers. 3.63 0.80 
4. The business is constantly developing new products for customers. 4.23 0.76 

5. 
The business consistently generates innovative ideas for products and 
services. 4.24 0.76 

6. The business has an Influenceive internal management system. 4.23 0.75 

7. 
Employees' skills, knowledge, and expertise are continuously 
improving. 3.47 0.82 

8. Employees can Influenceively use digital technology tools. 3.37 0.78 

9. 
Employees are motivated to perform their duties to achieve business 
goals. 3.34 0.86 

10. Employees are satisfied with the work they are doing. 3.38 0.85 
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Confirmatory Factors Analysis (CFA)   
The findings of the reliability and validity assessments indicated that the latent variable of e-human resource management 
demonstrated convergent validity with AVE = 0.53 and CR =0.77, while competitive advantage showed convergent validity 
with AVE = 0.52 and CR = 0.76. All items had factor loadings greater than 0.5 (Schumacker & Lomax, 2016). In terms of 
model fit, the chi-square to degrees of freedom ratio (χ²/df) was 2.747, which is less than 3, indicating a good fit. The goodness-
of-fit index (GFI) was 0.98, exceeding 0.92. The adjusted goodness-of-fit index (AGFI) was 0.95, surpassing the threshold of 
0.90. The comparative fit index (CFI) was 0.99, above the required 0.9, and the root mean square error of approximation 
(RMSEA) was 0.069, below the maximum of 0.08 (Hair et al., 2010). The results of the Confirmatory Factor Analysis (CFA) 
show that all values met or exceeded the specified thresholds, indicating that the model aligns well with the actual data collected 
from the business services sector in Lao PDR. Therefore, the model is appropriate for evaluating the structural equation model 
(SEM). 
 
Analyze CFA of e-HRM and CA-Competitive Advantage 
Confirmatory Factors Analysis (CFA) of factors influencing on  Business growth in services sector results for measurement 

models has a value of  𝜒2/df =2.747 χ²=0.84 , GFI=0.98, AGFI=0.95, CFI=0.99, RMSEA=0.069.  
 

Figure 2. 

 
 

 
Table 2. 

Chi-Square: 𝜒2 P-Value 
insignificant 

𝜒2/df < 3 

Goodness of Fit Index: GFI > 0.90 
Adjusted Goodness of Fit Index: AGFI) > 0.90 
(Root Mean Square Error of Approximation: RMSEA) < 0.08 
Comparative Fit Index: CFI) > 0.90 

 
Result of research Structural equation modeling (SEM) on Business Growth 
▪ Convergent Validity (Measurement Model) Construct Reliability-CR>0.7,  Average Variance Extracted-AVE>0.5,  

  
Table 3.  
AVE CR 

E-Human Resource Management   0.53 0.77 

Competitive Advantage 0.52 0.76 

 
 
Structural Equation Modeling (SEM) Assessment  
In this research, the assessment model utilized SEM with a maximum likelihood technique analysis. Evaluating the 
measurement model is a test of Convergent Validity and reliability by checking the confidence value of the measurement model 
(Construct Reliability) and finding the Discriminant Validity value of the measurement model (Fornell & Larcker, 1981) to 
indicate whether the observable variable is suitable as an indicator of the latent variable component or not. The criteria used 
to consider the model from the weight value of the factors loading must be more than 0.5 but not more than 0.95 (Hair, et al., 
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2010). In addition, Hair also suggests that Construct Reliability: CR must be greater than or equal to 0.70 and the average 
variance extracted (AVE) must be greater than or equal to 0.50 (Hair, et al., 2010). The results of the analysis showed that the 
factor loading values for all latent variables ranged from 0.66 to 0.87. All construct variables had factor loading values greater 
than 0.50 and less than 0.95, which aligns with the criteria set by Bagozzi and Yi (1988), with a statistical significance level of 
p < 0.001. Regarding the reliability and validity of the measurement model, it was found that all constructs had an average 
variance extracted (AVE) value of ≥ 0.50 and a construct reliability (CR) value of ≥ 0.70 (Hair et al., 2010). Specifically, the e-
human resource management factor had an AVE of 0.50 and a CR of 0.75, the competitive advantage factor had an AVE of 
0.53 and a CR of 0.77, and the business growth in services sector factor had an AVE of 0.52 and a CR of 0.76. The factor 
loadings of this model range from 0.77 to 0.85, which is higher than 0.05 (Hair et al., 2010). Therefore, it can be concluded 
that the model demonstrates appropriate convergent validity in the SEM analysis, as shown in Table 4. 
 

Table 4. Reliability and Validity of the model   measurement 

  Variables Factor Loading AVE CR 

E-HR management  0.50 0.75 
1. E-recruitment and E-selection 0.78 - - 

2. E-training and Development 0.85 - - 

3. E-compensation 0.83 - - 

Competitive Advantage  0.53 0.77 

1. Focus 0.82 - - 

2. Cost Strategy 0.77 - - 

3. Customers  Value 0.84 - - 

Business growth in Sercices  0.52 0.76 

1. Customer perspective 0.82 - - 

2. Internal business processes 0.80 - - 

3. Learning and growth 0.80 - - 

 
The structural equation model (SEM) demonstrated a good fit. The model had a chi-square to degrees of freedom ratio 
(χ²/df) of 2.001, a Goodness of Fit Index (GFI) of 0.98, an Adjusted Goodness of Fit Index (AGFI) of 0.95, a Comparative 
Fit Index (CFI) of 0.99, and a Root Mean Square Error of Approximation (RMSEA) of 0.052. All of these values meet the 
established criteria for structural equation analysis of business growth in service sector operations in Lao PDR, as shown in 
Table 5. 

Table 5. Measures of the Model (SEM) 

Parameters Rule of Thumb References Results 
Good fit of 
Model 

χ² Insignificant Hair (2010) P=0.004 Good fit 
χ²/df <3 Hair (2010) 2.001 Good fit 
GFI >0.90 Schumacker & Lomax (2016) 0.98 Good fit 

CFI >0.90 Kline (2015) 0.99 Good fit 

AGFI >0.90 Schumacker & Lomax (2016) 0.95 Good fit 

RMSEA >0.07 Hair (2010) 0.052 Good fit 
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Figure 3. 

 
Research hypothesis analysis results (Hypothesis Testing) 

The research hypothesis analyzed from the statistical values shows the relationships among e-human resource management, 
competitive advantage, and business growth in the services sector. The results of the hypothesis analysis are shown in Table 
4. The findings indicate that e-human resource management has a significant positive influence on competitive advantage, with 
a coefficient of β=0.84, t-value = 14.70, and p-value=0.001. The relationship between competitive advantage and business 
growth in the services sector also shows a significant positive Influence, with a coefficient (β=0.58, t-value=6.14, and p-
value=0.001. Additionally, the relationship between e-human resource management and business growth in the services sector 
has a significant positive Influence, with a coefficient of β=0.41, t-value=4.65, and p-value =0.001), as shown in Table 6.  
 

Table 6.  Hypothesis 

 
Discussion  
This research aims to analyze the significance level of factors influencing business growth in the service sectors in Lao PDR, 
conduct Confirmatory Factors Analysis (CFA) of these factors, and explore the structural equation modeling (SEM) of 
business growth in the services sector in Lao PDR. The first hypothesis (H1) of this study is accepted. The results highlight 
the significant role and importance of e-human resource management, indicating that it positively Influences the competitive 
advantage of businesses services sector in Lao PDR. The effective implementation of e-human resource management practices, 
including e-training and development, e-recruitment and selection, and e-compensation management, has become a crucial 
factor in gaining a competitive advantage. These findings are consistent with previous studies (Pham, 2020; Alqarni et al., 2023; 
Nurshabrina & Adrianti, 2020). The second hypothesis (H2) is also supported, showing a significant Influence of competitive 
advantage on business growth. This finding aligns with the theoretical framework of previous studies, which suggest that 
competitive advantage is achieved through better niche market positioning, cost strategy, and customer value (Porter, 1985; 
Woodruff, 1997). It is consistent with research indicating that creating a competitive advantage is crucial for a business's long-
term strategy. Previous studies have demonstrated significant influences of competitive advantage on business growth (Pham, 
2020; Wijaya & Suasih, 2020; Yuwanda et al., 2023). The third hypothesis (H3) is also supported. The study confirms that 
effective E-HRM practices have a direct, significant positive Influence on business growth in the services sector (Alqarni et 
al., 2023; AlHamad et al., 2022). 

Hypothesis   Variables                          Coefficient (t-value) P-value 
Hypothesis 
Result 

H1 HRM        CA 0.84 14.70 P<0.001 Accepted 
H2 CA            GB 0.58 6.14 P<0.001 Accepted 
H3 HRM         GB 0.41 4.65 P<0.001 Accepted 
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Conclusion  
This study highlights the importance of e-human resource management, emphasizing its role in organizational strategy, 
competitive advantage, and business growth in services sector. This research aims to analyze the significance level of factors 
influencing business growth in the service sectors in Lao PDR, conduct Confirmatory Factors Analysis (CFA) of these factors, 
and explore the structural equation modeling (SEM) of business growth in the services sector in Lao PDR. Utilizing a 
quantitative approach, data were collected from 373 business in services sector and analysed using SEM for hypothesis testing. 
The results indicated that e-HRM factors significantly positively influence competitive advantage, Competitive Advantage 
Factors influence business growth, and e-HRM factors also directly enhance business growth. The SEM model demonstrated 
good fit indices, explaining 90% of the variance in business growth in the services sector. The study concludes that e-HRM is 
critical for enhancing competitive advantage and business growth, suggesting that business growth in Lao PDR should 
prioritize e-HRM practices to improve their competitive positioning and operational effectiveness. 
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