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ABSTRACT

Today’sbusinessorganizationsrequireincreasedeffectivenessandcompetitiveadvantagethatcan
beachievedthroughHighPerformanceWorkSystems(HPWS).Thisstudyisprovedthesameeffect
in commercial banking sector of Pakistan through a quantitative research design using random
samplingtechnique.Avalidandreliablequestionnairetoolwasusedtoanalysethedatathrough
variousstatisticaltechniques.Employees’attitudeconcerningorganizationalperformanceinfluenced
viavariouspracticedHPWSmeasuredinorganizationalcommitment,jobsatisfaction,andemployee
turnoverintention.Thestudyrevealedthatrewardsystemandselectivestaffarenotalignedtoemployee
attitude.OverallthestudydepictsthatconventionalbanksareincapabletoadoptHPWSpractices
inadequate,satisfactory,worthwhile,dynamic,andadvantageousway.Additionally,shortcourses
oncareerplanninganddevelopmentcouldspurcolossalorganizationalgrowthamongconventional
banksinFaisalabad,Pakistan.
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1. INTROdUCTION

Over the centuries ago, human resource has been key player in organizational performance
(Buckingham&Goodall,2015;Jackson,Schuler,&Jiang,2014).Currentdevelopmentsinbusiness
studieshavefocusedtheeffectivenessofhighperformanceworksystems(HPWS)inorganizational
growthanddevelopmentviaputtingworkforceeffortswithitsadequateinvolvement,restraintsand
obligations(Boxall&Macky,2009;Macky&Boxall,2007;Posthuma,Campion,Masimova,&
Campion,2013;Takeuchi,Lepak,Wang,&Takeuchi,2007;Way,2002).Duringpastthreedecades,
manyresearcheshavedocumentedtheprofoundroleofHPWSinorganizationalperformance,globally.
However,benefitsoriginatedfromadoptionofHPWShighlyexogenoustofirmcontextandyield
maydifferentoutcomevaryingamongfirms(Huselid&Becker,2017;Katzenbach&Smith,2015).
Therefore, several contingent factors influencing human resource (HR) effectiveness have been
identifiedas;firmssize,firmreputation,industrialscale,businessstrategyandstrategiesconcerning
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labourdeployment(Scott&Davis,2015;Slavich,Cappetta,&Giangreco,2014;Stirpe,Bonache,&
Revilla,2014;Takeuchi,Chen,&Lepak,2009).

Although,explainingessenceofHRM,researchershavestressedonstrategicmanagementand
itsimpactonHRMcommitment,qualityandflexibilitywhichleadstomammothcontributionsto
soarorganizationalperformance(Flin&O’Connor,2017;Legge,1995;Sayles,2017).Recentstudies
revealHRMasanimportantfactorinorganizationalperformanceinbankingsector(Masum,Azad,
&Beh,2015;Sykes,Venkatesh,&Johnson,2014).However,overlastmanydecadesresearchers
didnotpaidcolossalattentiontoemployees’roleanditsassociationtoorganizationalperformance
inbankingsector(Goleman,2017;Purcell&Kinnie,2007).Likewise,topursuetheadoptionof
HPWSanditsdueroleinimprovingHRMcapabilitiesandseekingcolossaladvantagesinbanking
sectorshouldbefocusedalike(Shin&Konrad,2017).

Rather,researchershavehardlytriedtoconnectHRMpracticesinindividual,bundle,orsystem
form to its performance empirically (Chang, Jia,Takeuchi,&Cai, 2014;Delery&Doty, 1996;
Hammer,2015;Huselid,1995;Kulkarni&Ramamoorthy,2005;Lepak,Takeuchi,&Snell,2003).
Inaddition,linkagebetweenemployee’sroleanditssignificanceinHRMoutcomeshasbeenstudied
(Guest,1997;Helmreich&Merritt,2017),howevertheimportanceofemployeesrolebeingstudiedfor
efficienthumanresourcemanagementdeployment(Meijerink,Bandarouk,&Lepak,2016).Therefore,
thereisneedtofurtherexplorethelinkageof‘blackbox1’ofHRMoutcomes(Boselie,Dietz,&Boon,
2005;Helmreich&Merritt,2017),inspiteseveralstudieshavebeenconductedregardingthisissue
(Ahmad&Schroeder,2003;Berg,1999;Landy&Conte,2016;Park,Mitsuhashi,Fey,&Björkman,
2003;Rogg,Schmidt,Shull,&Schmitt,2001).Moreover,researchershavetheoreticallyrevisedand
presentedvariousconceptualmodelsforHRMperformance(Dyer&Reeves,1995;Nishii&Wright,
2007;Paauwe&Richardson,1997;Purcell&Kinnie,2007),whereasavarietyofworkhighlights
theinterventionandmediatingroleofvariousfactorsconcerningemployee’sperformance(Chuang,
Jackson,&Jiang,2016;Pfeffer,2014;Rothwell,Hohne,&King,2018).

Nowadays,HPWShasreplacedtheroleofoldHRMpracticesbytheirsupplementaryfactors
as;insightfulness,clarity,andprecisionindescribingorganizationalperformancemorerigorously
(Armstrong&Taylor,2014;Boxall&Macky,2009;Mayne,2017).Duetoeaseinunderstanding
aboutthepeculiarroleofvariousHRMpractices,researchershavesub-dividedHRMpracticesinto
enhancement in;motivation (careerdevelopment and compensation), opportunity (job andwork
design,andteammanagement),andabilityenhancement(skilldevelopment,trainings,recruitment
andselectionprocesses)inHRpractices(Boxall&Macky,2014;Gardner,Wright,&Moynihan,
2011;Jiang,Lepak,Hu,&Baer,2012;Takeuchietal.,2007).However,itisevidentfromempirical
workofvariousscholars that inanorganizationutilizationofemployees’viadeploymentofHR
practicesyieldstosoargrowthinorganizationaloutcomes(Parmenter,2015;Qiao,Khilji,&Wang,
2009;VanDooren&VandeWalle,2016).

Reviewingtheliterature,HPWSinvestigatedasaninstrumentaltoolforboostingemployees’skills
andaligningthemintotheirbestuse(Albrecht,Bakker,Gruman,Macey,&Saks,2015;Datta,Guthrie,
&Wright,2005).Therefore,longtermsustainableorganizationalgrowthcallsforidentificationof
employees’particularskill,experience,andknowledgeposedtotheirwork(Judge,Bono,Ilies,&
Gerhardt,2002;Zohar&Polachek,2014),therebytheseskillsovertimecanbeenhancedviaadoption
ofvarioushumanresourcedevelopmenttools(Chan,Shaffer,&Snape,2004).However,adoptionof
variousunderlyingHPWSfactors(selectivestaff,comprehensivetraining,rewardsystem,performance
appraisal,careerplanninganddevelopment,performancebasedpay,organizationalcommitmentand
employmentsecurityetc.)havesignificantrelationtoboostorganizationalperformancebymaking
theuseofexistingresourcesinproductive,rational,adequate,efficientandspecializedway(Chou,
Chang,Cheng,&Tsai,2007;Dattaetal.,2005;Geiger&Cashen,2007;Rayton,2006;Rutherford,
Kuratko,&Holt,2008;Way,2002).Hence,tofilltheliteraturegapinuseofHPWSinbankingsector
thisstudytendstoexploretheroleofvariousHPWSpracticesandtheiroutcomesinorganizational
performanceamongcommercial(conventional)sectorbanksinFaisalabad,Pakistan.
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Inviewofpriortheoreticalandempiricalstudiesfollowinghypothesesweredesignedtoanswer
theproposedobjectives.

H1:OCispositivelyrelatedtoSS,CT,RS,ES,PA,CP&DandPBP.
H2:JSispositivelyrelatedtoSS,CT,RS,ES,PA,CP&DandPBP.
H3:TOIispositivelyrelatedtoSS,CT,RS,ES,PA,CP&DandPBP.
H4:HRflexibilitysignificantlymediatesrelationshipbetweenemployee’sattitude(EA)concerning

organizationalperformance(OP)andHPWS.

2. THeOReTICAL FRAMeWORK

Theoreticalframeworkforthisstudywasdevelopedinreviewofseveralstudies(Desombre,Kelliher,
Macfarlane,&Ozbilgin,2006;Ericksen&Dyer,2005;Parker,Axtell,&Turner,2001;Youndt&
Snell,2004).

Figure1andFigure2illustratetheresearchframeworks/modelsdevelopedforthisstudy.

3. ReSeARCH MeTHOdOLOGy

3.1. Research design, Sampling and data Collection
QuantitativeresearchdesignusingafivepointLikertscale(Delery&Doty,1996)wasusedforthis
study.Awell-structuredquestionnairewasusedfordatacollectionfrom100employees2ofcommercial
(conventional)sectorbanksinFaisalabad,Pakistan.Pre-testingon20respondentswerecarriedout,
changesincorporatedtomakeresearchtoolmoreinsightfulandconcernedtoproposedobjectives.
Datawerecollectedusingsimplerandomsamplingtechniquebydistributingquestionnairesamong
employeesthroughvisitingthematbanks.

3.2. data Analysis
Foranalysisofrawinformationintoresults,thisstudyusedvariousappropriatestatisticalmeasures.
Reliabilitytest,correlationanalysis,regressionanalysis,multicollinearityandautocorrelationtest
andmediation(Sobeltest)testswereused.

Figure 1. Research Framework showing HPWS impacting Employees attitude
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3.2.1. Cronbach’s Alpha Was Used to Examine the Validity of Data Tool Items
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3.2.2. Sobel Test Was Used to Test Mediation
Where:

Figure 2. Research Framework for mediating role of HR flexibility

Figure 3. Sobel Test
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‘a’isunstandardizedcoefficientbetweenthemediatorandpredictor
‘Sa’isstandarderrorof‘a’
‘b’isunstandardizedcoefficientbetweenthemediatoranddependentvariable
‘Sb’isstandarderrorof‘b’

3.2.3. Regression Analysis Were Used to Test 1st Three Hypotheses

1. OC=β0+RS1X1+PA2X2+ES3X3+PBS4X4+SS5X5+CT6X6+CP&D7X7+µi
2. JS=β0+RS1X1+PA2X2+ES3X3+PBS4X4+SS5X5+CT6X6+CP&D7X7+µi
3. TOI=β0+RS1X1+PA2X2+ES3X3+PBS4X4+SS5X5+CT6X6+CP&D7X7+µi

4. ReSULTS ANd dISCUSSIONS

4.1. Reliability Test
Cronbach’sAlphawasusedtotest thereliabilityofdataset items(Table1).Testvalue(overall)
revealsthatdatatoolitemsarereliable(0.811,greaterthan0.750)toproceedforfurtherstatistics
approachestoformulateandinterpretunbiasedresults.

Cronbach’sAlphawasusedtotestthereliabilityofdataitemsforindividualvariables(Table2).

Testvaluerevealsthatallofthedatatoolitemsarereliable(greaterthan0.750)forfurtherstatistical
approachesandtestingproposedhypotheses.

Correlationanalysiswasused tomeasure theassociationbetweenstudyvariables(Table3).
Describingtheresultindetail,comprehensivetrainingsinHPWShighlyassociatedtoselectivestaff.It

Table 1. Reliability Statistic (Overall)

Cronbach’s Alpha N of Items

0.811 10

Table 2. Reliability Statistic (individual variables)

Sr. No. Variables Cronbach’s Alpha after Item 
Deletion

1 Selectivestaffing(SS) 0.828

2 ComprehensivetrainingCT 0.810

3 Rewardsystem(RS) 0.815

4 Employmentsecurity(ES) 0.807

5 Performanceappraisal(PA) 0.791

6 CareerplanningandDevelopment(CP&D) 0.775

7 Performancebasedpay(PBP) 0.767

8 Jobsecurity(JS) 0.774

9 Organizationalcommitment(OC) 0.777

10 Employeeturnoverintention(TOI) 0.784
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depictsthataunitchangeresult0.787unitchangeinotherandviceversa.Inclusionofrewardsystem
showsitssignificant(positive)associationtoselectivestaffandcomprehensivetrainingsinHPWS.
Itexhibitsthataunitchangeinrewardsystemproduces0.537and0.671unitchangesinselective
staff, and comprehensive trainings in HPWS and vice versa, respectively. Employment security
showsitscorrelationstoselectivestaff,comprehensivetrainings,andrewardsysteminHPWS.A
unitchangeinemploymentsecuritycauses0.308,0.409,and0.423unitchangesinselectivestaff,
comprehensivetrainings,rewardsystemandviceversa,respectively.Performanceappraisalnarratesits
sigificantassociationtocomprehensivetrainings,rewardsystem,andemploymentsecurityinHPWS.
Itportraysaunitchangeinperformanceappraisalleadsto0.251,0.283,and0.388unitchangesin
acomprehensivetrainings,rewardsystem,andemploymentsecurityandviceversa,respectively.
Careerplanninganddevelopmentrevealitsassociationtoemploymentsecurity,andperformance
appraisal.Itexplainsthataunitchangeincareerplanninganddevelopmentresults0.223,and0.561
unitchangesinemploymentsecurity,performanceappraisalandviceversa,respectively.Performance
basedpayshowsitscorrelationstoemploymentsecurity,performanceappraisal,andcareerplanning
anddevelopment.Aunitchangeinperformance-basedpayyields0.233,0.410,and0.663unitchanges
inemploymentsecurity,performanceappraisal,careerplanninganddevelopmentandviceversa,
respectively.However,resultshowsthatallofthesignificantassociationsdepicttheirpositivestrong
correlationbetweenvariables.

DurbanWatsontestwasusedtotestthecollinearityamongstudyvariables(Table4).Variance
InflationFactor(VIF)showthatthereisnocollinearityamongstudyvariablesanddatasetisfree
(allVIFvalues<10)fromthisproblem.

Regressionanalysismeasures thedependenceoforganizationalcommitmentamongvarious
HPWS practices (Table 5). Result depicts that comprehensive trainings, career planning and
development, and performance-based pay as positively (significantly) related to organizational
commitment. A unit change in comprehensive trainings, career planning and development, and

Table 3. Correlation analysis

Items SS CT RS ES PA CP & D PBP

SS 1

CT 0.787** 1

RS 0.537** 0.671** 1

ES 0.308** 0.409** 0.423** 1

PA 0.180 0.251* 0.283** 0.388** 1

CP&D -0.016 0.069 0.050 0.223* 0.561** 1

PBP -0.160 0.014 0.090 0.233* 0.410** 0.663** 1
*, **correlation are statistically significant at 1 and 5 percent probability level, respectively.

Table 4. Collinearity statistics (Durban Watson)

Variable Tolerance VIF Variable Tolerance VIF

SS 0.345 2.900 PA 0.586 1.707

CT 0.282 3.546 CP&D 0.445 2.246

RS 0.505 1.981 PBP 0.497 2.010

ES 0.710 1.408 - - -
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performance-basedpayproduces0.446,0.206,and0.635unitchange(increase)inorganizational
commitment, respectively (Camisón&Villar-López,2014;Friedman,2017). Incontrast, reward
systemshowsitsnegativerelationtoorganizationalcommitment.Itrevealsthateachunitincreasein
rewardsystemyields0.456unitdecreaseinorganizationalcommitment.Hence,inclusionofreward
systemisnotworkingadequatelytoenhanceorganizationalcommitment(organizationalperformance)
inconventionalbanksinPakistan.

Jobsatisfactionreveals its relationship(erogeneity)amongvariousHPWSfactors(Table6).
Describingresults;comprehensivetrainings,careerplanninganddevelopment,andperformance-based
payarepositivelyrelatedtojobsatisfaction.Aunitchangeincomprehensivetrainings,careerplanning
anddevelopment,andperformance-basedpayproduces0.480,0.245,and0.628unitincreasesin
jobsatisfaction,respectively(Laudon&Laudon,2016).Contrary,selectivestaff,andrewardsystem
depictstheirnegativerelationtojobsatisfaction.Itdepictswitheachunitincreaseinselectivestaff,
andrewardsystemcauses0.341,and0.345unitdecreasesinjobsatisfaction,respectively(Love&

Table 5. Regression analysis (OC as exogenous)

Variables
Unstandardized 

Coefficients
Standardized 
Coefficients T Sig.

Β SE Beta

Constant 1.570 0.505 - 3.109 0.003*

SS -0.216 0.163 -0.153 -1.324 0.189NS

CT 0.446 0.186 0.307 2.402 0.018*

RS -0.456 0.157 -0.277 -2.906 0.005*

ES -0.098 0.106 -0.074 -0.925 0.357NS

PA -0.050 0.098 -0.046 -0.514 0.608NS

CP&D 0.206 0.111 0.188 1.852 0.057**

PBP 0.635 0.100 0.609 6.339 0.000*
*, **Statistically significant at 1 and 5 percent probability level, respectively.
NS stands for non-significant: R2=0.578*

Table 6. Regression analysis (JS as exogenous)

Variables
Unstandardized 

Coefficients
Standardized 
Coefficients T Sig.

Β SE Beta

Constant 1.501 0.432 - 3.478 0.001

SS -0.341 0.139 -0.252 -2.449 0.016*

CT 0.480 0.159 0.344 3.023 0.003*

RS -0.345 0.134 -0.219 -2.572 0.012*

ES -0.070 0.091 -0.055 -0.774 0.441NS

PA -0.097 0.084 -0.092 -1.160 0.249NS

CP&D 0.245 0.095 0.233 2.579 0.011*

PBP 0.628 0.086 0.628 7.340 0.000*
*,**, and***Statistically significant at and 5 percent probability level, respectively.
NS stands for non-significant: R2=0.665*
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Roper,2015).Hence,introductionofselectivestaff,andrewardsystemarenotrelativelyrelatedto
jobsatisfaction(organizationalperformance)inconventionalbanksinPakistan.

Employee’s turnover intension reveals its relationship (dependency) among various HPWS
factors(Table7).Explainingresultsindetail;comprehensivetrainings,andperformance-basedpay
arepositivelyrelatedtoemployee’sturnoverintension.Aunitchangeincomprehensivetrainingsand
performance-basedpayproduces0.495,and0.616unitincreasesinemployee’sturnoverintension,
respectively(Coad,Daunfeldt,Hölzl,Johansson,&Nightingale,2014).Antagonistically,selective
staff,andrewardsystemrepresentstheirnegativerelationtoemployee’sturnoverintension.Itdescribes
witheachunitincreaseinselectivestaff,andrewardsystemcauses0.264,and0.012unitdecreasesin
jobsatisfaction,respectively(Chadwick,Super,&Kwon,2015).Therefore,introductionofselective
staff,andrewardsystemarenotrelativelyrelatedtojobsatisfaction(organizationalperformance)in
conventionalbanksinPakistan.

Sobeltestrepresents(Figure3)theresultsformediatorvariable(HRflexibility)betweenvarious
underlyingHPWSpracticesandemployees’attitude(Table8). Itdescribes thatHRflexibility is
significantlyinfluencingemployee’sattitudesinorganizationalperformance.

5. CONCLUSION
ResultofthestudysuggeststhatmostoftheHPWSpracticesbeingusedinconventionalbanksin
Faisalabad,Pakistanarehighlycorrelated(positively)toeachother.Employees’attitudeconcerning
organizationalperformanceand itsconsequences inHPWSpracticesexamined inorganizational
commitment,jobsatisfaction,andemployees’turnoverintension.However,describingresultsamong
employees’attitudinal factorsas;comprehensive trainings,careerplanninganddevelopmentand

Table 7. Regression analysis (TOI as exogenous)

Variables
Unstandardized 

Coefficients
Standardized 
Coefficients T Sig.

Β SE Beta

Constant 1.100 0.574 - 1.914 0.059

SS -0.264 0.186 -0.185 -1.424 0.108***

CT 0.495 0.211 0.337 2.344 0.021**

RS -0.370 0.179 -0.222 -2.070 0.041**

ES -0.023 0.121 -0.018 -0.193 0.847NS

PA -0.012 0.112 -0.011 -0.109 0.913NS

CP&D 0.090 0.126 0.081 0.710 0.479NS

PBP 0.616 0.114 0.585 5.405 0.000*
*,**Statistically significant at 1 and 5 percent probability level, respectively.
NS stands for non-significant: R2=0.464*

Table 8. Mediation model

Items Coefficients SD Sig.

A 0.300 0.146(Sa) 0.045*

B 0.243 0.117(Sb) 0.038*

Sobelteststatistics 1.461 0.072**
*, **Statistically significant at 5 and 10 percent probability level.
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performance-basedpayrepresenttheirsignificant(positive)relationshiptoincreaseinemployee’s
attitudetowardwork.Incontrast,rewardsystemandselectivestaffnotsignificanttoemployees’
attitude(organizationalperformance).Therefore, itdepicts thatconventionalbanksareincapable
toadoptHPWSpractices inadequate, satisfactory,worthwhile,dynamic,andadvantageousway
astheworldisusingHPWSasakeyplayertoboostorganizationalperformance.Besides,thereis
enormousroomforbankingsectortogrow,flourish,retainandaccomplishsustainabledevelopment
viaadoptionofHPWSpracticesvigorouslybyfittingthemtoorganizationalenvironmentandtakeit
askeyagendabyunderstanding,adoption,applyingitsprospectsandworkingaccordinglytoHPWS
practicescouldbridgerapidpositivechange.Further,thestudyrecommendscomprehensivetrainings,
short courses on career planning and development, and provision of incentives on performance
asimmediatesolutionthatcanspurcolossalorganizationalgrowthamongconventionalbanksin
Faisalabad,Pakistan.Besides,studysuggestsfurtherstudiestodeeplydelvetheroleofHPWSat
bankingsectorinPakistan.
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