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Abstract 

This study examined the impact of High-Performance Work Practices (HPWPs) on the performance of 

Deposit Money Banks (DMBs) in Abuja, Nigeria. It focused on selective hiring, training and 

development, performance-based compensation, and employee involvement, and their effects on 

employee productivity, customer satisfaction, profitability, and commitment. A census approach 

targeted 250 employees across branches of Access Bank, Zenith Bank, GTCO, UBA, and First Bank. 

To address non-response, 300 questionnaires were distributed, with 273 returned, representing a 91% 

response rate. Data were collected using structured questionnaires and analyzed using descriptive 

statistics, correlation, and multiple regression in SPSS 27. Findings showed that all HPWP dimensions 

had positive and significant effects on performance outcomes. Selective hiring and training enhanced 

productivity and customer satisfaction, performance-based compensation improved profitability, and 

employee involvement strengthened commitment. The study concludes that effective HPWP 

implementation improves both financial and non-financial performance in Nigerian banks. It 

recommends that banks integrate HPWPs across human resource functions to enhance efficiency, 

service quality, profitability, and workforce commitment. These findings highlight the strategic 

importance of aligning human resource practices with organizational goals, suggesting that sustained 

investment in employee-centered policies can drive competitive advantage, resilience, and long-term 

growth within the dynamic Nigerian banking sector in practice. 

Keywords: High-Performance Work Practices (HPWPs), Deposit Money Banks (DMBs), employee 

productivity, customer satisfaction, profitability, employee commitment, Nigeria, human resource 

management. 

 

 

INTRODUCTION 

High performance in contemporary 

organizations is increasingly associated with 

carefully structured human resource systems 

rather than informal or routine personnel 

administration. Over time, scholarly attention 

has shifted from simply establishing that human 

resource practices influence performance to 

examining how specific configurations of High 

Performance Work Practices (HPWPs) generate 

measurable improvements in organizational 

outcomes. Empirical research consistently 

demonstrates that coherent bundles of HR 

practices contribute significantly to 

productivity, service quality, and financial 

performance when they are strategically 
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aligned (Daniel & Chukwuemeka, 2023; 

Obeidat et al, 2016; Ahmad et al, 2019). This 

systems perspective positions HR not merely as 

a support function but as a strategic mechanism 

capable of enhancing competitive advantage 

when practices are internally consistent and 

mutually reinforcing. 

Selective hiring, continuous training and 

development, performance-based 

compensation, and employee involvement 

represent core dimensions of HPWPs that 

address distinct performance constraints. 

Evidence suggests that organizations that invest 

in rigorous recruitment and selection processes 

establish a stronger human capital base, which 

in turn enhances the effectiveness of subsequent 

development and reward systems (Murphy et 

al, 2017). Training and development further 

strengthen employee competence by equipping 

staff with the skills and adaptive capacity 

necessary for service excellence and 

operational reliability. Studies indicate that 

systematic capability development enhances 

both individual performance and broader 

organizational outcomes when embedded 

within a supportive HR framework (Ahmad et 

al., 2019). 

Compensation systems also play a critical 

motivational role. When reward structures are 

clearly linked to performance outcomes, 

employees are more likely to align their efforts 

with organizational objectives. Research shows 

that performance-contingent rewards contribute 

to improved engagement and sustained effort, 

particularly when combined with supportive 

work practices (Akram et al, 2025). Similarly, 

HPWPs that foster affective commitment 

strengthen the connection between HR systems 

and measurable performance indicators, 

especially in service-intensive sectors such as 

banking (Rawashdeh et al, 2025). 

Employee involvement complements these 

practices by providing opportunities for 

participation and discretion in decision-making 

processes. Empirical findings reveal that 

participatory environments not only enhance 

commitment but also improve employee well-

being and engagement, thereby reinforcing the 

overall impact of HPWP systems (Ogbonnaya 

et al, 2016). When HR practices are integrated 

rather than implemented in isolation, their 

combined effect on organizational performance 

becomes more pronounced (Obeidat et al., 

2016; Daniel & Park, 2015). 

Within the banking sector, where service 

quality, operational efficiency, and trust are 

central to competitiveness, the strategic 

alignment of recruitment, development, reward 

systems, and employee participation is 

particularly critical. Research across different 

service contexts confirms that HPWPs 

contribute to multidimensional performance 

outcomes, including employee productivity, 

customer satisfaction, and financial results 

(Ahmad et al., 2019; Murphy et al., 2017). 

Treating HPWPs as distinct yet interrelated 

components enables a more precise 

understanding of how specific practices 

influence particular performance metrics. Such 

an approach provides a structured basis for 

examining how targeted HR interventions can 

enhance both employee-level and 

organizational-level outcomes in Deposit 

Money Banks operating in Abuja. 

The Nigerian financial services sector operates 

in an increasingly complex and competitive 

environment where the performance of Deposit 

Money Banks (DMBs) is critical to economic 

stability. Despite technological advancements 

and regulatory reforms, persistent concerns 

remain regarding operational efficiency, 

employee productivity, service quality, and 

long-term profitability within the sector. 

Empirical evidence shows that innovation, 

leadership, and strategic human resource 

systems significantly influence banking 

performance outcomes in Nigeria (Adekanmbi 

& Ukpere, 2023). However, the full potential of 

these drivers has not been realized in practice. 

A key gap lies in the inadequate adoption and 

integration of High-Performance Work 

Practices (HPWPs) within Nigerian banks. 

While existing studies acknowledge the 

importance of HRM systems, many banks 

continue to implement fragmented and poorly 

aligned HR practices that lack strategic 

coherence (Alasan & Eyanuku, 2020). This 

disconnect results in ineffective talent 

acquisition, insufficient employee 

development, weak performance–reward 

linkages, and limited employee participation in 

decision-making processes. Consequently, 

employee productivity declines, service 

delivery weakens, and organizational 

competitiveness is compromised. 
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Specifically, deficiencies in selective hiring 

practices contribute to skill mismatches and 

reduced workforce quality, while inadequate 

training and development limit employees’ 

ability to adapt to evolving banking demands 

(Akor et al., 2024). Similarly, weak or 

inconsistent performance-based compensation 

systems reduce motivation and hinder 

productivity gains (Bernard, 2025). 

Furthermore, limited employee involvement 

restricts innovation, engagement, and 

organizational commitment, despite evidence 

that participatory and empowering HR 

strategies significantly enhance performance 

outcomes (Orenuga et al., 2024; Israel et al., 

2025). 

Although prior studies have established a 

general relationship between HR practices and 

organizational performance, they often treat HR 

systems as aggregated constructs, thereby 

overlooking the distinct contributions of 

specific HPWP dimensions. This creates a 

critical knowledge gap regarding how 

individual practices such as selective hiring, 

training and development, performance-based 

compensation, and employee involvement 

influence key performance indicators, 

including employee productivity, customer 

satisfaction, profitability, and employee 

commitment particularly within DMBs 

operating in the Federal Capital Territory 

(FCT), Abuja. 

The absence of a disaggregated and context-

specific analysis of HPWPs limits both 

theoretical understanding and practical 

application, leaving bank management without 

clear guidance on which HR interventions yield 

the most significant performance outcomes. If 

this gap persists, Nigerian banks may continue 

to experience suboptimal performance, reduced 

competitiveness, and weakened capacity to 

contribute effectively to economic 

development. 

Therefore, this study addressed this gap by 

empirically examining the specific effects of 

key HPWP dimensions on organizational 

performance outcomes in DMBs within FCT-

Abuja, providing a clearer framework for 

strategic human resource implementation in the 

banking sector. The main objective of this study 

is to examine the impact of high-performance 

work practices (HPWPs) on the performance of 

Deposit Money Banks (DMBs) in the Federal 

Capital Territory (FCT), Abuja. Based on this, 

the following null hypotheses are proposed: 

H₀₁: Selective hiring has no significant effect on 

employee productivity in Deposit Money 

Banks (DMBs) in FCT-Abuja. 

H₀₂: Training and development have no 

significant impact on customer satisfaction in 

DMBs in FCT-Abuja. 

H₀₃: Performance-based compensation does not 

significantly affect the profitability of DMBs in 

FCT-Abuja. 

H₀₄: Employee involvement in decision-making 

has no significant influence on employee 

commitment in DMBs in FCT-Abuja. 

 

LITERATURE REVIEW 

Conceptual Review 

High-Performance Work Practices (HPWPs) 

refer to a coherent system or bundle of human 

resource management practices designed to 

enhance employees’ skills, motivation, and 

opportunities to contribute, thereby improving 

organizational performance. Rather than 

operating in isolation, HPWPs function as 

mutually reinforcing practices that collectively 

strengthen workforce capability and 

commitment. Contemporary research 

conceptualizes HPWPs as including selective 

staffing, extensive training, performance-based 

rewards, employee participation, and 

information sharing mechanisms (Jiang et al., 

2012; Posthuma et al., 2013). From a systems 

perspective, HPWPs are grounded in the 

assumption that strategic human resource 

practices influence organizational outcomes 

through employee-level mechanisms such as 

enhanced human capital, increased 

engagement, and discretionary effort (Kehoe & 

Wright, 2013). Empirical evidence from peer-

reviewed studies consistently demonstrates that 

firms adopting integrated HPWP systems 

experience improvements in productivity, 

service quality, financial performance, and 

employee attitudes, supporting the argument 

that human resource systems serve as strategic 

assets (Jiang et al., 2012; Ogbonnaya & 

Valizade, 2018). Thus, HPWPs are widely 

regarded as a critical driver of sustainable 

competitive advantage, particularly in 
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knowledge-intensive and service-oriented 

industries. 

Selective hiring is conceptualized as a strategic 

staffing process that emphasizes rigorous 

recruitment and selection procedures to attract 

and retain individuals whose competencies, 

values, and behaviours align with 

organizational objectives. Unlike routine 

hiring, selective hiring prioritizes person–job fit 

and person–organization fit to ensure that new 

employees possess not only the technical skills 

required but also the behavioural attributes 

necessary for long-term success. Scholarly 

perspectives position selective hiring as a 

foundational component of HPWPs because 

workforce quality significantly shapes 

organizational capability and performance 

outcomes (Jiang et al., 2012; Ployhart, 2006). 

Research indicates that structured selection 

systems such as competency-based interviews, 

cognitive testing, and behavioural assessments 

enhance the likelihood of hiring high-

performing employees and reducing turnover 

(Campion et al., 2011). By ensuring that only 

highly qualified individuals are recruited, 

organizations strengthen their human capital 

base, which subsequently improves operational 

efficiency, service delivery, and overall 

performance. In service-driven sectors such as 

banking, selective hiring is particularly critical 

because employee competence and ethical 

standards directly influence customer 

experience and institutional reputation. 

Training and development encompass formal 

and informal organizational efforts aimed at 

improving employees’ knowledge, skills, and 

abilities to perform effectively in their current 

and future roles. Conceptually, training is 

typically task-oriented and short-term, while 

development is broader, focusing on long-term 

career growth and leadership capability. Within 

the HPWP framework, training and 

development are viewed as strategic 

investments in human capital that enhance 

organizational adaptability and innovation 

(Jiang et al., 2012). Empirical studies show that 

well-designed training systems are positively 

associated with employee performance, 

engagement, and organizational effectiveness 

because they increase competence and 

confidence in task execution (Aguinis & 

Kraiger, 2009; Sung & Choi, 2014). 

Furthermore, continuous learning initiatives 

enable organizations to respond effectively to 

technological changes and competitive 

pressures, particularly in highly regulated and 

dynamic industries. By strengthening 

employees’ technical and interpersonal 

capabilities, training and development improve 

service quality, reduce errors, and enhance 

customer satisfaction, thereby contributing 

significantly to overall organizational 

performance. 

Performance-based compensation refers to 

compensation systems in which employees’ 

financial rewards—such as bonuses, incentives, 

commissions, or merit pay—are directly linked 

to measurable performance outcomes. 

Conceptually, this practice aligns employee 

interests with organizational goals by creating a 

direct relationship between effort, performance, 

and reward. Within the HPWP literature, 

performance-based pay is considered a 

motivational mechanism that encourages 

higher productivity and goal-oriented 

behaviour (Jiang et al., 2012). Empirical 

research indicates that incentive-based 

compensation systems can positively influence 

employee performance and organizational 

outcomes when performance metrics are clear, 

fair, and aligned with strategic objectives 

(Nyberg et al., 2018; Shaw & Gupta, 2015). 

However, scholars also caution that poorly 

designed incentive systems may encourage 

short-termism or unethical behaviour if not 

properly monitored. When effectively 

implemented, performance-based 

compensation enhances employee motivation, 

reinforces desired behaviours, and strengthens 

organizational profitability, particularly in 

performance-sensitive sectors such as financial 

services. 

Employee involvement refers to the degree to 

which employees are provided with 

opportunities to participate in decision-making 

processes, share ideas, and influence work-

related outcomes. It encompasses practices 

such as participative management, 

empowerment initiatives, team-based 

structures, and suggestion systems. 

Conceptually, employee involvement is rooted 

in the belief that employees possess valuable 

tacit knowledge that can improve 

organizational effectiveness when properly 

harnessed. Within HPWP systems, involvement 

enhances employees’ sense of ownership, 
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autonomy, and psychological empowerment, 

which in turn strengthens organizational 

commitment and performance (Kehoe & 

Wright, 2013; Ogbonnaya & Valizade, 2018). 

Research demonstrates that participative work 

practices are positively associated with job 

satisfaction, engagement, and discretionary 

effort because employees perceive greater trust 

and organizational support (Boxall et al., 2019). 

In service-oriented institutions such as banks, 

employee involvement can improve problem-

solving, service innovation, and responsiveness 

to customer needs, thereby enhancing both 

employee commitment and organizational 

performance outcomes. 

Organizational performance is a 

multidimensional construct that reflects the 

extent to which an organization achieves its 

strategic objectives through effective and 

efficient utilization of resources. Contemporary 

management literature emphasizes that 

performance should not be narrowly defined in 

financial terms alone but should incorporate 

operational, customer-related, and employee-

based outcomes (Richard et al., 2009). In 

strategic human resource management 

research, performance is often conceptualized 

as the aggregate outcome of employee 

behaviours, managerial systems, and 

organizational processes that collectively 

influence both financial and non-financial 

results (Jiang et al., 2012). Scholars argue that 

performance is best understood through an 

integrated lens that includes productivity 

indicators, customer satisfaction levels, 

profitability metrics, and workforce attitudes, 

as these dimensions are interrelated and 

mutually reinforcing (Delery & Roumpi, 2017). 

Particularly in service-driven sectors such as 

banking, performance reflects not only 

financial returns but also service quality 

consistency, regulatory compliance, and 

employee engagement, all of which contribute 

to long-term sustainability and 

competitiveness. 

Employee productivity refers to the efficiency 

and effectiveness with which employees 

convert inputs such as time, skills, and effort 

into valuable outputs for the organization. 

Conceptually, productivity encompasses both 

quantitative measures (e.g., output volume, 

transaction speed, sales targets) and qualitative 

indicators (e.g., accuracy, service quality, 

innovation contribution). Contemporary human 

resource literature views employee productivity 

as strongly influenced by workforce 

competence, motivation, and work design 

(Jiang et al., 2012). Research demonstrates that 

productivity improves when employees possess 

the necessary knowledge and skills, are 

adequately motivated, and operate within 

supportive organizational systems (Bryson et 

al., 2013). In service industries such as banking, 

employee productivity is especially critical 

because frontline staff performance directly 

affects operational efficiency and customer 

experience. High productivity in this context 

involves minimizing service errors, processing 

transactions efficiently, maintaining 

compliance standards, and delivering consistent 

service quality, all of which contribute to 

broader organizational performance outcomes. 

Customer satisfaction is generally defined as 

the degree to which customers perceive that a 

product or service meets or exceeds their 

expectations. Rooted in expectancy-

disconfirmation theory, satisfaction arises when 

perceived performance aligns with or surpasses 

prior expectations (Elwalda et al., 2016). In 

service management research, customer 

satisfaction is treated as a key non-financial 

performance indicator because it strongly 

predicts customer loyalty, retention, and 

positive word-of-mouth (Rather et al., 2019). 

Particularly in banking and other financial 

services, satisfaction is influenced by service 

reliability, responsiveness, assurance, and 

empathy demonstrated by employees. 

Empirical evidence suggests that internal 

organizational factors such as employee 

competence, engagement, and service climate 

significantly shape customer satisfaction 

outcomes (Hong et al., 2013). Therefore, 

customer satisfaction represents not only an 

outcome of service delivery but also a reflection 

of internal management practices and employee 

performance effectiveness. 

Profitability refers to an organization’s ability 

to generate financial returns in excess of its 

costs over a specified period. It is commonly 

measured using indicators such as return on 

assets (ROA), return on equity (ROE), net 

profit margin, and revenue growth. From a 

strategic management perspective, profitability 

is viewed as a key indicator of competitive 

advantage and long-term sustainability (Delery 
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& Roumpi, 2017). However, contemporary 

research highlights that profitability is not 

solely driven by financial strategies but is 

significantly influenced by internal 

organizational capabilities, including human 

capital and operational efficiency (Jiang et al., 

2012). In banking institutions, profitability 

depends on effective risk management, service 

efficiency, customer retention, and cross-selling 

performance, all of which are shaped by 

employee behaviours and organizational 

systems. Thus, profitability is both a financial 

outcome and a reflection of how effectively 

organizational resources particularly human 

resources are deployed to create value. 

Employee commitment refers to the 

psychological attachment and sense of loyalty 

an employee feels toward their organization. It 

is commonly conceptualized through Meyer 

and Allen’s three-component model, which 

distinguishes affective commitment (emotional 

attachment), continuance commitment 

(perceived cost of leaving), and normative 

commitment (sense of obligation to remain) 

(Meyer et al., 2002). Contemporary research 

emphasizes affective commitment as the most 

desirable form because it is strongly associated 

with higher performance, lower turnover 

intentions, and increased organizational 

citizenship behaviours (Kim et al., 2016). 

Commitment develops when employees 

perceive fairness, support, growth 

opportunities, and meaningful involvement in 

organizational processes. In service-oriented 

organizations such as banks, employee 

commitment is particularly important because 

committed employees are more likely to 

maintain service standards, build long-term 

customer relationships, and contribute to 

organizational stability. As such, employee 

commitment represents both an attitudinal 

outcome and a strategic asset that enhances 

overall organizational performance. 

Empirical Review 

Hanafi et al. (2024) examined the 

implementation of innovation-enhancing 

HPWPs in Malaysian R&D organizations and 

their relationship with project performance. The 

study aimed to assess how specific HPWPs 

contribute to the success of R&D projects. Data 

were collected through surveys from 210 

project leaders and team members and analyzed 

using regression techniques to assess the 

influence of six HPWP dimensions on project 

outcomes. Findings revealed that these HPWPs 

positively affected project performance. The 

study concluded that strategically implemented 

HPWPs foster innovation and recommended 

that R&D organizations adopt these practices to 

enhance project outcomes. However, the 

study’s focus on R&D organizations limits its 

applicability to non-R&D contexts or 

traditional business sectors.  

Karim and Baset (2024) explored the role of 

HPWPs and affective commitment in 

promoting knowledge sharing behavior (KSB) 

in higher education institutions in Bangladesh. 

The study aimed to examine whether affective 

commitment mediates the relationship between 

HPWPs and KSB. A quantitative approach was 

adopted, and data were collected from 255 

private university teachers using structured 

questionnaires. Partial least squares structural 

equation modeling (PLS-SEM) was employed 

to analyze the relationships among variables. 

Results showed that five HPWPs significantly 

predicted both affective commitment and KSB, 

with affective commitment mediating the 

relationship. The study concluded that fostering 

affective commitment through HPWPs 

enhances knowledge sharing and recommended 

that HEIs implement these practices to promote 

collaboration. However, the study’s reliance on 

convenience sampling may limit the 

generalizability of the results.  

Jalali et al. (2023) focused on the indirect 

effects of HPWPs on employee performance 

through trust in management within 

construction firms. The study aimed to explore 

how trust mediates the relationship between HR 

practices and employee outcomes. Using a 

quantitative design, data were collected via 

structured questionnaires and analyzed using 

structural equation modeling (SEM). Findings 

indicated that extensive training, performance-

based rewards, and job security significantly 

influence trust in management, which in turn 

affects employee performance. The study 

concluded that building trust in management is 

essential for maximizing HPWP effectiveness 

and recommended that organizations prioritize 

trust-building initiatives. However, the cross-

sectional design limits the ability to infer 

causality between trust, HPWPs, and 

performance.  
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Salin et al. (2023) examined how HPWPs 

influence employee engagement and workplace 

bullying, with organizational identification as a 

mediator. The study aimed to determine the 

mechanisms through which HPWPs impact 

employee well-being. A two-wave survey 

design was used, collecting data from 213 

psychologists in Finland, and structural 

equation modeling (SEM) was applied for 

analysis. Findings showed that HPWPs 

positively affected engagement and negatively 

affected workplace bullying, with 

organizational identification mediating 

engagement but not bullying. The study 

concluded that HPWPs enhance employee 

well-being and recommended that 

organizations strengthen practices that foster 

organizational identification to mitigate 

bullying. However, the use of a single 

professional group (psychologists) may limit 

the broader applicability of the findings across 

different sectors.  

Ahmad et al. (2020) examined the impact of 

HPWPs on organizational performance in 

Pakistan’s banking, pharmaceutical, and IT 

sectors. The study aimed to identify which 

HPWPs most effectively enhance productivity, 

profitability, and employee retention. A cross-

sectional survey design was used, collecting 

data from 392 establishment managers through 

purposive sampling. Structured questionnaires 

were administered, and multiple regression 

analysis was employed to test relationships 

between HPWPs and performance metrics. 

Results indicated that recruitment and training 

practices were significantly associated with 

lower labor turnover and higher productivity, 

while compensation practices correlated with 

enhanced profitability; however, performance 

appraisal showed no significant association 

with performance metrics. The study concluded 

that the effectiveness of HPWPs varies and 

recommended a tailored approach to 

implementing them based on organizational 

needs. However, the cross-sectional design 

prevents the establishment of causal 

relationships between HPWPs and performance 

outcomes.  

Adhami and Timur (2024) conducted a study to 

examine the impact of managers’ trust in 

employee representation systems on the 

relationship between High Performance Work 

Systems (HPWS) and organizational 

performance across European organizations. 

The study aimed to determine whether 

managerial trust mediates the influence of 

HPWS on organizational outcomes. Employing 

a quantitative research design, the researchers 

collected data from 6,980 establishments across 

29 European countries, and partial least squares 

structural equation modeling (PLS-SEM) using 

SmartPLS software was applied for analysis. 

Findings revealed that HPWS positively affects 

organizational performance and that managers’ 

trust significantly mediates this relationship. 

The study concluded that managerial trust is a 

critical factor in enhancing the effectiveness of 

HPWS and recommended that organizations 

foster trust to maximize performance outcomes. 

However, the study’s reliance on cross-

sectional data limits its ability to establish 

causality.  

Karim and Baset (2024) investigated the role of 

HPWPs and affective commitment in 

promoting knowledge sharing behavior among 

faculty members in private higher education 

institutions in Bangladesh. The study aimed to 

examine both the direct impact of HPWPs and 

the mediating role of affective commitment. 

Using a quantitative research design, data were 

collected from 255 respondents through 

structured questionnaires and analyzed using 

structural equation modeling (SEM). Results 

indicated that HPWPs positively influence 

affective commitment and knowledge sharing 

behavior, with partial mediation effects. The 

study concluded that HPWPs enhance 

organizational commitment and knowledge 

sharing practices. However, the use of 

convenience sampling may limit the 

generalizability of the findings.  

Gautam and Gautam (2024) explored the 

impact of HPWPs on innovative work behavior 

in the IT-based service industry, focusing on 

mediating effects. The study employed an 

explanatory research design, and stratified 

sampling was used to select 465 employees. 

Data were collected using structured 

questionnaires and analyzed using 

confirmatory factor analysis and PROCESS 

Macro techniques. Findings revealed a 

significant positive relationship between 

HPWPs and innovative work behavior, with 

mediating effects observed. The study 

concluded that fostering supportive work 

environments enhances HPWP effectiveness 
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and recommended their adoption to promote 

innovation. However, the study’s focus on IT-

based services limits applicability to other 

industries.  

Duke et al. (2024) investigated the moderating 

role of firm size and industry type in the 

relationship between HPWPs and 

entrepreneurial firm performance in Nigeria. A 

descriptive research design was employed, 

analyzing a five-year dataset. Findings revealed 

that HPWPs positively influence firm 

performance, with ability- and motivation-

enhancing practices being most effective. The 

study concluded that HPWPs are beneficial 

across different firm sizes and industries. 

However, the descriptive design limits causal 

inference and may not account for contextual 

factors.  

Carberry et al. (2024) investigated the impact of 

HPWPs on employee outcomes in employee-

owned companies. Data were collected from 

881 employees and analyzed to assess direct 

and moderating effects. Findings revealed that 

psychological ownership moderates the 

relationship between HPWPs and employee 

outcomes. The study concluded that integrating 

HPWPs with ownership structures enhances 

engagement and performance. However, the 

focus on employee-owned companies limits 

generalizability to other organizational 

contexts.  

Odiaka and Chang (2024) conducted a 

qualitative study using semi-structured 

interviews and thematic analysis guided by the 

AMO model. Findings indicated that 

managerial recognition enhances the 

effectiveness of HPWPs, while lack of 

appreciation reduces their impact. The study 

concluded that managerial attitudes are critical 

in shaping employee engagement. However, the 

small sample size limits reliability and 

generalizability.  

Chapano et al. (2018) investigated the impact of 

HPWPs on project performance in construction 

companies in South Africa. A quantitative 

research design was used, and data were 

analyzed using SPSS. Findings indicated that 

only compensation had a significant association 

with project performance. The study concluded 

that compensation systems are key drivers of 

performance. However, the small sample size 

and limited geographic scope reduce the 

generalizability of the findings. 

Duke et al. (2024) examined the moderating 

role of firm size and industry type in the 

relationship between high-performance work 

practices (HPWPs) and entrepreneurial firm 

performance. The researchers employed a 

descriptive research design, targeting 

entrepreneurial firms operating within 

Nigeria’s retail and services sectors as the 

population. Data were drawn from a five-year 

archival dataset collected from these firms, and 

statistical analyses were conducted to evaluate 

the proposed relationships. The findings 

revealed that HPWPs were extensively 

implemented among entrepreneurial ventures, 

with ability- and motivation-enhancing 

practices emerging as the most dominant. The 

study further established that while national 

context significantly influenced the types of 

HPWPs adopted, neither firm size nor industry 

type significantly moderated the link between 

HPWPs and firm performance. Overall, 

HPWPs demonstrated a positive and consistent 

impact on entrepreneurial performance, with 

capital-intensive firms deriving relatively 

greater benefits. Despite these insights, the 

study’s narrow focus on only the retail and 

service industries in Nigeria limited the broader 

applicability of its conclusions, leaving a gap 

for future research to incorporate more diverse 

industrial contexts and explore additional 

organizational or environmental moderators. 

Akram et al. (2025) investigated the mediating 

role of employee resilience in the relationship 

between high-performance work practices 

(HPWPs), employee engagement, and 

employee optimization. The study adopted a 

quantitative survey research design, focusing 

on employees within both conventional and 

Islamic banking institutions in Sialkot, 

Pakistan, as the target population. Using a 

simple random sampling technique, the 

researchers distributed 250 questionnaires to 

collect primary data, and the responses were 

analyzed through partial least squares structural 

equation modeling (PLS-SEM) utilizing 

SmartPLS 3 and SPSS software. The results 

indicated that HPWPs significantly 

strengthened employee engagement and 

optimization, with employee resilience serving 

as a vital mediating mechanism that amplified 

these positive outcomes. The authors concluded 
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that strategically implementing HPWPs 

enabled banking employees to build 

psychological resilience, align more closely 

with organizational goals, and sustain optimal 

performance in a highly demanding sector. 

However, the study’s confinement to the 

banking industry within a single Pakistani city 

restricted the generalizability of its findings, 

highlighting a gap for subsequent studies to 

validate these dynamics across different 

sectors, cultural environments, and 

organizational scales. 

Theoretical Framework 

High-Performance Work System (HPWS) 

Theory 

The High-Performance Work System (HPWS) 

theory posits that when human resource (HR) 

practices are designed and implemented as an 

integrated, internally consistent, and mutually 

reinforcing system, they generate synergistic 

effects that enhance employee abilities, 

motivation, and opportunities to contribute, 

thereby improving organizational performance. 

Rather than viewing HR practices as isolated 

tools, HPWS emphasizes a bundled approach in 

which selective staffing, extensive training, 

performance-based compensation, employee 

participation, and information sharing operate 

collectively to strengthen workforce 

effectiveness. The theory gained prominence 

through the work of Jeffrey Pfeffer in the 1990s, 

particularly his argument that organizations 

achieve superior performance when they adopt 

coherent people-management systems that 

build employee commitment and capability 

(Pfeffer, 1998). The central premise of HPWS 

is that strategic alignment between HR 

practices and organizational goals creates a 

high-performance culture capable of sustaining 

competitive advantage. 

Fundamentally, HPWS theory assumes that 

employees are valuable strategic assets whose 

knowledge, skills, and commitment determine 

organizational success. Selective staffing 

ensures that organizations recruit individuals 

who possess not only technical competence but 

also values consistent with organizational 

culture. Training and development further 

enhance employee capability, enabling staff to 

adapt to technological, regulatory, and market 

changes. Performance-based reward systems 

strengthen motivation by aligning employee 

effort with organizational objectives, while 

participative decision-making structures 

increase involvement and psychological 

ownership (Huselid, 1995). When these 

practices are implemented as a coherent system 

rather than as fragmented initiatives, they 

produce cumulative performance benefits 

greater than the sum of individual practices. 

In the context of Deposit Money Banks 

(DMBs) in FCT-Abuja, HPWS provides a 

relevant framework for understanding how 

strategic HR alignment can enhance 

performance outcomes. Banking operations 

rely heavily on employee competence, service 

responsiveness, ethical conduct, and customer 

relationship management. By integrating 

selective hiring, structured training programs, 

performance-contingent incentives, and 

employee involvement mechanisms, DMBs can 

cultivate a workforce that is skilled, motivated, 

and committed to service excellence. Such 

alignment improves employee productivity, 

strengthens customer satisfaction, enhances 

financial performance, and promotes long-term 

organizational sustainability. The theory 

suggests that performance improvements occur 

not merely because HR practices exist, but 

because they function together in a strategically 

coordinated manner. 

HPWS also underscores the importance of 

employee involvement and empowerment as 

mechanisms for fostering engagement and 

organizational commitment. Participative 

structures, open communication channels, and 

team-based systems enhance employees’ sense 

of belonging and contribution, which in turn 

reduces turnover intentions and strengthens 

organizational stability (Boxall & Macky, 

2009). In service-driven sectors such as 

banking—where customer trust and service 

quality are critical a committed and empowered 

workforce represents a significant source of 

competitive advantage. Thus, HPWS theory 

provides a logical explanation for how 

coordinated HR systems can translate into 

improved operational and financial outcomes in 

DMBs operating within FCT-Abuja. 

Despite its strengths, HPWS theory has faced 

several criticisms. Scholars argue that empirical 

research sometimes overstates causal clarity, as 

endogeneity and reverse causality make it 

difficult to conclusively establish that HR 

systems directly cause improved performance 
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rather than successful firms simply having more 

resources to invest in HR practices (Becker & 

Huselid, 2006). Additionally, the theory has 

been criticized for assuming a level of universal 

applicability without adequately accounting for 

contextual differences such as national culture, 

institutional frameworks, and organizational 

size. Implementation challenges including 

financial costs, managerial capability 

constraints, and potential employee resistance 

may also limit effectiveness. Furthermore, 

poorly managed HPWS initiatives can lead to 

unintended consequences such as work 

intensification, stress, or perceptions of 

inequity if performance expectations are 

excessively demanding. 

In conclusion, HPWS theory provides a 

comprehensive strategic framework for linking 

integrated HR practices to organizational 

performance. By emphasizing internal 

consistency, strategic alignment, and 

synergistic effects, the theory explains how 

coordinated HR systems can enhance employee 

productivity, customer satisfaction, 

profitability, and commitment. For Deposit 

Money Banks in FCT-Abuja, the application of 

HPWS offers a structured pathway for building 

a high-performance culture capable of 

sustaining competitive advantage in a dynamic 

financial environment. 

 

METHODOLOGY 

The study employed a quantitative approach 

using descriptive survey and explanatory 

research designs to collect measurable data and 

test hypothesized relationships between HPWP 

dimensions and organizational performance 

outcomes. The population comprised 250 

employees drawn from key departments 

Operations, Customer Service, 

Retail/Commercial Banking, Credit and Risk 

Management, and Human Resources across 

junior, middle-level, and senior cadres. Given 

the manageable size of the population, A census 

approach was employed, and to mitigate the 

potential effects of non-response, a total of 300 

questionnaires were administered. Data were 

collected using a structured questionnaire 

consisting of demographic items and Likert-

scale measures assessing four HPWP 

components (Selective Hiring, Training and 

Development, Performance-Based 

Compensation, and Employee Involvement) 

alongside performance indicators (Employee 

Productivity, Customer Satisfaction, 

Profitability, and Employee Commitment), 

with items adapted from validated prior studies 

such as Sun et al. (2007), Huselid (1995), and 

Delery and Doty (1996). Data analysis was 

conducted using simple linear regression 

analysis to determine how each independent 

variable influences the dependent variables, as 

this method is appropriate for assessing the 

strength and direction of the relationship 

between a single predictor and an outcome 

variable, thereby providing clear insight into 

their effect. The overall functional model was 

specified as: 

DMBP = β₀ + β₁HPWP + ϵ 

In addition, separate simple regression models 

were specified for each HPWP dimension and 

its corresponding performance outcome as 

follows: 

EP = β₀ + β₁SH + ϵ 

CS = β₀ + β₁TD + ϵ 

FP = β₀ + β₁PBC + ϵ 

EC = β₀ + β₁EI + ϵ 

Where EP = Employee Productivity, CS = 

Customer Satisfaction, FP = Profitability, EC = 

Employee Commitment, SH = Selective Hiring, 

TD = Training and Development, PBC = 

Performance-Based Compensation, EI = 

Employee Involvement, β₀ represents the 

intercept, β₁ represents the regression 

coefficient, and ϵ denotes the error term. 

Statistical significance was evaluated using R-

square, F-statistics, and p-values. Content 

validity was established through expert review, 

while reliability was confirmed through a pilot 

study with Cronbach’s Alpha coefficients 

ranging from 0.79 to 0.88, indicating strong 

internal consistency of the instrument. 
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RESULTS AND DISCUSSIONS 

 

Regression Analysis 

Test of Hypothesis One: Selective hiring has no significant effect on employee productivity in Deposit 

Money Banks (DMBs) in FCT-Abuja. 

 

Table 4.5a: Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.65 0.4225 0.4216 0.740 

Predictors: (Constant), SH Source: SPSS Output v. 27 (2025) 

The model summary shows a strong positive relationship between Selective Hiring (SH) and Employee 

Productivity (EP), with a correlation coefficient (R) of 0.65. The R² value of 0.4225 indicates that about 

42.25% of the variation in employee productivity is explained by selective hiring practices, while the 

remaining 57.75% is due to other factors not included in the model. The adjusted R² (0.4216) confirms 

the model‘s reliability, and the standard error of 0.740 indicates that the predicted values closely 

approximate the observed productivity scores. 

Table 4.5b: ANOVA 

Model Sum of Squares df Mean Square F Sig. (p) 

Regression 198.264 1 198.264 198.264 .001 

Residual 271.000 271 1.000   

Total 469.264 272    

Dependent variable: Employee Productivity (EP). 

Predictor: Selective Hiring (SH). Source: SPSS Output v. 27 (2025). 

The ANOVA table demonstrates that the regression model is statistically significant (F(1,271) = 

198.264, p = .001). This indicates that Selective Hiring significantly predicts Employee Productivity, 

and the variation in productivity explained by the model is unlikely due to chance. The large F-value 

suggests that the model provides a good fit to the data, confirming the overall validity of using Selective 

Hiring as a predictor of productivity in the sampled banks. 

 

Table 4.5c: Coefficients 

Predictor Unstandardized B Std. Error Standardized Beta t Sig. (p) 

(Constant) 0.120 0.065  1.85 0.065 

Selective Hiring (SH) 0.500 0.0355 0.650 14.08 .001 

Dependent variable: Employee Productivity (EP). Source: SPSS Output v. 27 (2025). 

The coefficients table shows that Selective Hiring has a positive and statistically significant effect on 

Employee Productivity (B = 0.500, β = 0.650, t = 14.08, p = .001). This implies that for every one-unit 

increase in the selective hiring score, employee productivity is expected to increase by 0.50 units, 

holding all else constant. The constant (intercept) of 0.120 is not statistically significant (p = 0.065), 

indicating that the productivity score is effectively predicted by Selective Hiring. The null hypotheses 
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which states that selective hiring has no significant effect on employee productivity in Deposit Money 

Banks (DMBs) in FCT-Abuja, is therefore rejected. The results confirm that rigorous and merit-based 

recruitment practices strongly enhance employee productivity in the sampled banks. 

 

Test of Hypothesis Two: Training and development have no significant impact on customer 

satisfaction in DMBs in FCT-Abuja. 

Table 4.6a: Model Summary (Training & Development → Customer satisfaction) 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.58 0.3364 0.3348 0.810 

Predictors: (Constant), TD Source: SPSS Output v. 27 (2025) 

The model shows a moderate positive relationship between Training & Development (TD) and 

Customer Satisfaction (CS) with R = 0.58; the R² of 0.3364 indicates that TD explains about 33.64% of 

the variation in customer satisfaction, while the adjusted R² (0.3348) confirms the model‘s explanatory 

power after accounting for sample size and the single predictor, and the standard error (0.810) indicates 

a reasonably small average deviation of observed CS scores from those predicted by the model. 

 

Table 4.6b: ANOVA 

Model Sum of Squares df Mean Square F Sig. (p) 

Regression 137.379 1 137.379 137.379 < .001 

Residual 271.000 271 1.000   

Total 408.379 272    

Dependent variable: Customer Satisfaction (CS). 

Predictor: Training & Development (TD). Source: SPSS Output v. 27 (2025) 

The ANOVA indicates the regression model is statistically significant (F(1,271) = 137.379, p <.001), 

meaning Training & Development explains a significant portion of the variance in Customer 

Satisfaction and the likelihood that this result is due to chance is negligible; the large F value also 

suggests the model fits the data well for predicting customer satisfaction from TD. 

Table 4.6c: Coefficients 

Predictor Unstandardized B Std. Error Standardized Beta t Sig. (p) 

(Constant) 0.080 0.070  1.14 0.256 

Training & Development (TD) 0.500 0.0427 0.580 11.72 < .001 

Dependent variable: Customer Satisfaction (CS). Source: SPSS Output v. 27 (2025) 

The coefficients table shows Training & Development has a positive and statistically significant effect 

on Customer Satisfaction (unstandardized B = 0.500, standardized β = 0.580, t = 11.72, p < .001), 

implying that a one-unit increase in the TD score is associated with an average 0.50-unit increase in 

predicted customer satisfaction, while the intercept (B = 0.080) is not statistically significant (p = 

0.256). The null hypotheses which stated that training and development have no significant impact on 

customer satisfaction in DMBs in FCT-Abuja was rejected. 
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Test of Hypothesis Three: Performance-based compensation does not significantly affect the 

profitability of DMBs in FCT-Abuja. 

Table 4.7a: Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.49 0.2401 0.2377 0.950 

Predictors: (Constant), PBC Source: SPSS Output v. 27 (2025) 

The model summary shows a moderate positive relationship between Performance-Based 

Compensation (PBC) and Profitability (PF) with R = 0.49; the R² of 0.2401 indicates that PBC accounts 

for approximately 24.01% of the variation in profitability, while the adjusted R² (0.2377) confirms the 

explanatory power of the model after adjusting for sample size, and the standard error of 0.950 suggests 

a moderate average deviation of observed profitability scores from the values predicted by the 

regression model. 

Table 4.7b: ANOVA 

Model Sum of Squares df Mean Square F Sig. (p) 

Regression 85.626 1 85.626 85.626 .001 

Residual 271.000 271 1.000   

Total 356.626 272    

Dependent variable: Profitability (PF). 

Predictor: Performance-Based Compensation (PBC). 

Source: SPSS Output v. 27 (2025) 

The ANOVA results indicate that the regression model is statistically significant (F(1,271) = 85.626, p 

< .001), showing that Performance-Based Compensation significantly predicts Profitability. The large 

F-value demonstrates that the model fits the data well and that PBC has a meaningful influence on 

profitability among employees in the selected Deposit Money Banks. 

Table 4.7c: Coefficients 

Predictor Unstandardized B Std. Error Standardized Beta t Sig. (p) 

(Constant) 0.200 0.090  2.22 0.027 

Performance-Based_Compensation 

(PBC) 

0.500 0.0540 0.490 9.25 .001 

Dependent variable: Profitability (PF). 

Source: SPSS Output v. 27 (2025) 

The coefficients table reveals that Performance-Based Compensation has a positive and statistically 

significant effect on Profitability (unstandardized B = 0.500, standardized β = 0.490, t = 9.25, p < .001), 

meaning that a one-unit increase in PBC is associated with a 0.50-unit increase in profitability. The 

intercept (B = 0.200, p = 0.027) is also significant, indicating the predicted baseline profitability when 

PBC is zero. The hull hypotheses which stated that, performance-based compensation does not 

significantly affect the profitability of DMBs in FCT-Abuja, is thereby rejected indicating that better-

designed performance pay systems are associated with higher perceived profitability. 
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Test of Hypothesis Four: Employee involvement in decision-making has no significant influence 

on employee commitment in DMBs in FCT-Abuja. 

Table 4.8a: Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.61 0.3721 0.3706 0.780 

Predictors: (Constant), EI Source: SPSS Output v. 27 (2025) 

The model summary indicates a strong positive relationship between Employee Involvement (EI) and 

Employee Commitment (EC), with R = 0.61. The R² value of 0.3721 shows that approximately 37.21% 

of the variation in employee commitment is explained by employee involvement, while the adjusted R² 

of 0.3706 confirms the model‘s explanatory power after accounting for sample size. The standard error 

of 0.780 reflects a moderate average deviation of observed commitment scores from the predicted 

values, suggesting a reasonably good fit of the regression model. 

Table 4.8b: ANOVA 

Model Sum of Squares Df Mean Square F Sig. (p) 

Regression 160.597 1 160.597 160.597 .001 

Residual 271.000 271 1.000   

Total 431.597 272    

Dependent variable: Employee Commitment (EC). 

Predictor: Employee Involvement (EI). Source: SPSS Output v. 27 (2025) 

The ANOVA results show that the regression model is statistically significant (F(1,271) = 160.597, p = 

0.001), indicating that Employee Involvement has a meaningful impact on Employee Commitment. The 

high F-value demonstrates that the model fits the data well and that EI is a significant predictor of EC 

among employees in the selected Deposit Money Banks. 

Table 4.8c: Coefficients 

Predictor Unstandardized B Std. Error Standardized Beta t Sig. (p) 

(Constant) 0.050 0.060  0.83 0.405 

Employee Involvement (EI) 0.500 0.0395 0.610 12.67 .001 

Dependent variable: Employee Commitment (EC). Source: SPSS Output v. 27 (2025) 

 

The coefficients table reveals that Employee 

Involvement has a positive and statistically 

significant effect on Employee Commitment 

(unstandardized B = 0.500, standardized β = 

0.610, t = 12.67, p = 0.001). This implies that a 

one-unit increase in involvement is associated 

with a 0.50-unit increase in commitment. The 

intercept (B = 0.050, p = 0.405) is not 

significant. The null hypothesis is therefore 

rejected, indicating that baseline commitment 

without employee involvement is negligible. 

 

Discussion of Findings 

The findings of this study revealed a strong and 

positive relationship between selective hiring 

and employee productivity, reinforcing the 

broader High-Performance Work Systems 

(HPWS) literature which emphasizes that 

rigorous recruitment and selection processes 

enhance workforce competence and output 

quality (e.g., Adhami & Timur, 2024; Carberry 

et al., 2024; Duke et al., 2024). This suggests 

that the careful attraction and selection of 

individuals with the requisite skills, values, and 
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role fit significantly strengthens employee 

performance levels within Deposit Money 

Banks (DMBs) in FCT-Abuja. Beyond merely 

confirming existing evidence, this study 

contributes by demonstrating the substantial 

proportion of productivity variance explained 

by selective hiring in the Abuja banking 

context. The result aligns with prior assertions 

that ability-enhancing practices constitute one 

of the most influential components of HPWS, 

although extant research also cautions that their 

effectiveness is maximized when 

complemented by other supportive HR 

practices and organizational systems. 

The study further established that training and 

development significantly predict customer 

satisfaction, which is consistent with empirical 

research linking employee skill enhancement to 

improved service quality and positive customer 

perceptions (Gautam & Gautam, 2024; Hanafi 

et al., 2024; Jalali et al., 2023). This outcome 

supports the widely held view that investments 

in employee capability translate into superior 

frontline performance and enhanced service 

encounters, particularly in service-driven 

industries such as banking. By equipping 

employees with updated technical and 

interpersonal competencies, training 

strengthens service responsiveness, reliability, 

and professionalism—factors critical to 

customer satisfaction. However, consistent with 

prior studies, the magnitude of this effect may 

depend on complementary organizational 

conditions such as managerial trust, perceived 

organizational support, and strong internal 

communication structures. 

The results also indicated that performance-

based compensation exerts a moderate yet 

statistically significant positive influence on 

perceived profitability. This finding is in line 

with existing empirical evidence suggesting 

that motivation-enhancing reward systems 

contribute meaningfully to financial 

performance outcomes (Duke et al., 2024; 

Chapano et al., 2018; Ahmad et al., 2020). By 

aligning employee effort with organizational 

goals, performance-contingent pay structures 

can stimulate higher productivity, increased 

sales performance, and improved revenue 

streams within DMBs. Nevertheless, the 

findings equally reflect the broader literature’s 

caution that profitability is influenced by 

multiple internal and external factors, including 

market conditions, operational efficiency, and 

regulatory dynamics. Thus, while performance-

based compensation serves as a significant 

motivational mechanism, it functions as one 

contributing factor among several determinants 

of financial performance. 

Finally, employee involvement was found to be 

a strong predictor of employee commitment, 

corroborating prior studies that associate 

participative management practices with 

enhanced affective commitment, employee 

voice, and reduced turnover intentions (Karim 

& Baset, 2024; Carberry et al., 2024; Salin et 

al., 2023). This finding underscores the 

importance of empowering employees through 

inclusive decision-making processes and open 

communication channels. Involving employees 

in organizational matters appears to foster 

psychological attachment, loyalty, and a sense 

of belonging, thereby strengthening 

commitment within DMBs in FCT-Abuja. 

Nonetheless, previous research (e.g., Adhami & 

Timur, 2024; Odiaka & Chang, 2024) suggests 

that contextual variables such as managerial 

trust, perceived fairness, and cultural dynamics 

may moderate this relationship. Consequently, 

while employee involvement significantly 

enhances commitment, its effectiveness may 

depend on the broader organizational climate in 

which it is implemented. 

 

CONCLUSION AND 

RECOMMENDATIONS 

The study concluded that high-performance 

work practices (HPWPs) had a significant and 

positive impact on the performance of Deposit 

Money Banks (DMBs) in the Federal Capital 

Territory (FCT), Abuja, thereby achieving its 

main objective. The findings showed that 

selective hiring served as a key determinant of 

employee productivity, as rigorous and merit-

based recruitment processes enabled banks to 

build a competent workforce capable of 

delivering high-quality performance. The study 

further revealed that training and development 

exerted a strong positive influence on customer 

satisfaction by equipping employees with the 

necessary skills and knowledge to improve 

service delivery and effectively meet customer 

expectations. In addition, performance-based 

compensation was found to contribute 

positively to profitability by motivating 
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employees and aligning their efforts with 

organizational financial goals, although its 

impact was relatively moderate. The study also 

established that employee involvement in 

decision-making significantly enhanced 

organizational commitment by fostering a sense 

of ownership and strengthening employee 

loyalty. The study affirmed that the effective 

implementation of HPWPs including selective 

hiring, training and development, performance-

based compensation, and employee 

involvement played a vital role in improving 

productivity, customer satisfaction, 

profitability, and organizational commitment, 

thereby supporting sustained performance and 

competitive advantage in DMBs within FCT-

Abuja. 

Recommendations 

Based on the findings of this study, the 

following recommendations are proposed: 

1. Deposit Money Banks should further 

institutionalize rigorous and merit-

based selective hiring processes, 

incorporating structured assessment 

tools and competency-based 

evaluations to ensure the recruitment of 

highly skilled and culturally aligned 

employees capable of enhancing 

productivity and operational 

effectiveness. 

2. DMBs should prioritize continuous 

training and structured professional 

development programs to strengthen 

employee competencies, improve 

service quality, and sustain high levels 

of customer satisfaction and 

competitive performance. 

3. Banks should design and maintain 

transparent, equitable, and 

performance-linked compensation 

systems that clearly connect rewards to 

measurable outcomes in order to 

motivate employees, reinforce high 

performance standards, and support 

improved profitability. 

4. DMBs should establish formal 

mechanisms for employee participation 

in decision-making and strategic 

discussions, thereby fostering greater 

commitment, loyalty, and alignment 

between individual contributions and 

organizational objectives. 
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