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Abstract

The present study aimed to investigate the impact of High-Performance Work Practices on organizational
resilience and employee outcomes with the mediating role of employees’ perceptions of power, rewards,
information, and knowledge sharing and the moderating role of transformational leadership among
employees of National Bank branches in Zanjan city. This study was applied in terms of purpose and
descriptive-correlational in terms of methodology using structural equation modeling. The statistical
population consisted of all 264 employees of National Bank branches in Zanjan city, from which 156
participants were selected using Cochran’s formula and proportional simple random sampling. Data
collection instruments included standardized questionnaires on High-Performance Work Practices,
organizational resilience, employee outcomes, employees’ perceptions of power, rewards, information,
and knowledge sharing, and transformational leadership. Data were analyzed using SPSS-27 and AMOS-
26 software. The results indicated that High-Performance Work Practices had a significant positive effect
on organizational resilience and employee outcomes (P<0.001). Furthermore, High-Performance Work
Practices significantly predicted employees’ perceptions of power, rewards, information, and knowledge
sharing, which in turn had significant positive effects on organizational resilience and employee outcomes.
The findings confirmed the mediating role of employees’ perceptions. In addition, transformational
leadership played a significant moderating role in the relationship between High-Performance Work
Practices and organizational resilience. The model fit indices also indicated an acceptable fit for the
conceptual model. The findings suggest that High-Performance Work Practices can enhance
organizational resilience and improve employee outcomes through strengthening employees’ perceptions
of empowerment, fairness, access to information, and knowledge sharing. Moreover, transformational
leadership can reinforce the effectiveness of these practices. Therefore, simultaneous attention to
participative human resource management systems and transformational leadership development can
serve as an effective strategy for improving organizational sustainability and employee performance in the
banking sector.
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Extended Abstract
Introduction
In today’s highly dynamic and competitive environment, organizations are increasingly exposed to
economic uncertainty, technological disruptions, market turbulence, and complex organizational
challenges. Under such conditions, organizational resilience has emerged as one of the most critical
capabilities enabling organizations to survive, adapt, and sustain performance in uncertain contexts
(Raetze et al., 2021). Organizational resilience refers to the ability of organizations and employees to
effectively cope with adversity, recover from crises, and maintain operational continuity despite
environmental disruptions. In service-oriented sectors such as banking, resilience becomes
particularly significant because banks continuously face regulatory changes, customer expectations,
digital transformation, and financial pressures.
Human resource management practices play a central role in developing resilient organizations.
Among contemporary approaches, High-Performance Work Practices (HPWPs) have attracted
extensive scholarly attention due to their positive impact on employee attitudes and organizational
outcomes. HPWPs include a set of integrated human resource practices such as employee
participation, empowerment, training, performance-based rewards, information sharing, and
teamwork that aim to enhance employees’ capabilities and commitment (Lu et al., 2022; Zhang et al.,
2025). Research suggests that organizations implementing participative and empowering practices
create more supportive environments that improve employee engagement, adaptability, and
resilience (Igbal & Piwowar-Sulej, 2022; Yu et al., 2022). In banking organizations, where service
quality heavily depends on employee performance and interaction with customers, such practices
can significantly improve organizational sustainability and competitiveness.
In addition to organizational resilience, employee outcomes such as job satisfaction, commitment,
creativity, engagement, and performance are considered essential determinants of organizational
effectiveness. Prior studies have demonstrated that supportive organizational environments and
participative management systems positively influence employee behaviors and psychological
wellbeing (Ahsan & Aman-Ullah, 2023; Mazzetti & Schaufeli, 2022). Employees who perceive fairness,
support, and involvement in organizational processes are more likely to demonstrate positive work
behaviors and organizational citizenship. Moreover, transformational leadership has been identified
as one of the most influential leadership styles affecting employee motivation, creativity, and
adaptability (Clercq & Mustafa, 2023; Fu et al., 2022). Transformational leaders inspire employees
through vision, intellectual stimulation, and individualized support, thereby fostering innovation and
resilience within organizations.
Recent literature also emphasizes the importance of psychological and contextual mechanisms that
explain how organizational practices affect employee and organizational outcomes. Employees’
perceptions of power, rewards, information access, and knowledge sharing are among the most
influential psychological mechanisms shaping employee attitudes and behaviors. When employees
perceive that they have access to organizational information, fair rewards, participation opportunities,
and supportive knowledge-sharing environments, they develop stronger trust and commitment
toward the organization (Caillé et al., 2023; Rosari & Mujib, 2023). Such perceptions enhance
employee resilience, engagement, and readiness for change. Furthermore, transformational
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leadership may strengthen the effectiveness of participative organizational practices by creating a
climate of trust, empowerment, and support (Cani€ls & Curseu, 2024; Njaramba & Olukuru, 2025).
Although prior studies have separately investigated HPWPs, organizational resilience, employee
outcomes, and transformational leadership, limited research has examined these variables
simultaneously within a comprehensive model in the banking sector, particularly in Iranian public
banks. Therefore, the present study aimed to investigate the impact of High-Performance Work
Practices on organizational resilience and employee outcomes with the mediating role of employees’
perceptions of power, rewards, information, and knowledge sharing and the moderating role of
transformational leadership among employees of the National Bank branches in Zanjan city.
Methods and Materials

The present study was applied in terms of purpose and descriptive-correlational in terms of
methodology using structural equation modeling. The statistical population consisted of all 264
employees working in the National Bank branches of Zanjan city during the time of the study. Based
on Cochran’s formula, a sample size of 156 employees was determined. Participants were selected
through proportional simple random sampling to ensure equal representation of employees across
different branches.

Data were collected using standardized questionnaires adapted and localized by the researcher
according to the organizational and cultural context of the banking sector. High-Performance Work
Practices were measured through a standardized HPWPs questionnaire covering dimensions such
as employee participation, empowerment, training, rewards, and information sharing. Organizational
resilience was assessed using an organizational resilience scale measuring adaptability, recovery
capability, and organizational flexibility. Employee outcomes were measured through indicators
including job satisfaction, organizational commitment, performance, and retention intention.
Employees’ perceptions of power, rewards, information, and knowledge sharing were evaluated
using a standardized organizational perception questionnaire. Transformational leadership was
assessed using a transformational leadership questionnaire including dimensions such as
inspirational motivation, intellectual stimulation, individualized consideration, and idealized influence.
All questionnaires were designed based on a five-point Likert scale ranging from strongly disagree
to strongly agree. Face and content validity were confirmed through expert review, and reliability was
assessed using Cronbach’s alpha coefficients, all of which exceeded 0.70. Data analysis was
conducted using SPSS version 27 and AMOS version 26. Descriptive statistics, Pearson correlation
analysis, and structural equation modeling were used to test the conceptual model and research
hypotheses. Model fit was evaluated using indices such as Chi-square/df, GFI, AGFI, CFI, NFI, IFlI,
and RMSEA.

Findings

The demographic findings indicated that 60.3% of participants were male and 39.7% were female.
Most participants were married and belonged to the age group of 31 to 40 years. The majority of
employees held bachelor’'s degrees and had between 5 and 15 years of work experience.
Descriptive findings demonstrated that the mean scores of all study variables were above the
theoretical average, indicating relatively favorable conditions regarding High-Performance Work
Practices, organizational resilience, transformational leadership, employee outcomes, and
organizational perceptions among employees of the National Bank branches in Zanjan.
Transformational leadership obtained the highest mean score, while employees’ perceptions of
power, rewards, information, and knowledge sharing obtained the lowest mean score among the
variables.
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The results of normality tests showed that all variables had acceptable skewness and kurtosis values
and that the significance levels of the Kolmogorov—Smirnov test exceeded 0.05. Therefore, the
assumption of normal distribution was confirmed, allowing the use of parametric statistical tests and
structural equation modeling.

Pearson correlation analysis revealed significant positive relationships among all variables. High-
Performance Work Practices had strong positive correlations with organizational resilience,
employee outcomes, employees’ perceptions, and transformational leadership. The strongest
correlation was observed between High-Performance Work Practices and employees’ perceptions
of power, rewards, information, and knowledge sharing.

The structural equation modeling results demonstrated that the conceptual model had acceptable
goodness-of-fit indices. The Chi-square to degrees of freedom ratio was below 3, and indices
including GFI, AGFI, CFI, NFI, and IFl exceeded the acceptable threshold of 0.90. RMSEA was
below 0.08, indicating a satisfactory model fit.

Hypothesis testing results showed that High-Performance Work Practices had a significant positive
effect on organizational resilience and employee outcomes. In addition, High-Performance Work
Practices significantly predicted employees’ perceptions of power, rewards, information, and
knowledge sharing. Employees’ perceptions also had significant positive effects on organizational
resilience and employee outcomes, confirming the mediating role of these perceptions. Furthermore,
transformational leadership significantly moderated the relationship between High-Performance
Work Practices and organizational resilience, indicating that transformational leadership
strengthened the positive impact of participative organizational practices on resilience.

Discussion and Conclusion

The findings of this study demonstrated that High-Performance Work Practices significantly
contribute to enhancing organizational resilience and improving employee outcomes in the banking
sector. Participative management practices create supportive and empowering organizational
environments in which employees feel valued, informed, and psychologically secure. Such
conditions increase employees’ adaptability and ability to cope with organizational challenges,
ultimately improving organizational resilience.

The results also highlighted the critical role of employees’ perceptions of power, rewards,
information, and knowledge sharing as an important psychological mechanism explaining how
organizational practices influence employee and organizational outcomes. Employees who perceive
fairness, empowerment, and access to organizational resources are more likely to demonstrate
higher commitment, performance, and resilience. This finding suggests that organizations should not
only implement participative practices but also ensure that employees positively perceive these
practices.

Another important finding was the moderating role of transformational leadership. Transformational
leaders strengthen the effectiveness of High-Performance Work Practices by creating trust,
inspiration, and motivation among employees. In banking organizations, where employees face
continuous pressure, technological changes, and customer demands, transformational leadership
can play a significant role in enhancing resilience, creativity, and organizational sustainability.
Overall, the findings suggest that organizational resilience is not solely dependent on structural or
technological resources but is strongly influenced by human resource practices and leadership
approaches. Banks seeking long-term sustainability and competitiveness should adopt participative
work systems and invest in leadership development programs that promote transformational
leadership behaviors. By fostering supportive organizational climates, encouraging knowledge
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sharing, and empowering employees, organizations can strengthen both employee wellbeing and
organizational performance.

The study also provides practical implications for managers and policymakers in the banking sector.
Managers are encouraged to create participative organizational structures, improve information
sharing systems, establish fair reward mechanisms, and support employee empowerment initiatives.
Additionally, leadership development programs focusing on transformational leadership
competencies can help organizations strengthen resilience and adaptability in uncertain
environments.

In conclusion, the present study confirmed that High-Performance Work Practices positively affect
organizational resilience and employee outcomes both directly and indirectly through employees’
perceptions of power, rewards, information, and knowledge sharing. Moreover, transformational
leadership enhances the effectiveness of these practices in promoting organizational resilience.
These findings emphasize the strategic importance of participative human resource management
and transformational leadership in improving organizational sustainability and employee
effectiveness within the banking industry.
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