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This research was conducted to understand how an organization's Culture acts 

as a Mediator between its Human Resource Management (HRM) practices and 

its overall success (organizational performance). The study used a descriptive-

analytical method to compare 100 randomly-selected employees working in 

different commercial banks, using the Yamane formula to create a 10% level of 

significance. For this project, a survey instrument with three major sections was 

utilized: HRM (25 items), Culture (25 items), and Performance (35 items) with 

sufficient levels of both Validity and Reliability (overall Cronbach's alpha = 

0.886). 

Results showed all HRM practices in Commercial Banks were regarded to be a 

high (M=3.56, relative importance=71.2%) level of HRM practices. There were 

higher levels of HRM practices regarding Incentive Systems than all other 

HRM practice dimensions. Results revealed that Organizational Culture was 

considered to be moderate (M=3.39, relative importance=67.8%) in nature. The 

highest rated dimension of Collaborative was followed by Performance Culture. 

There was a statistically significant positive relationship between HRM 

practices and organizational performance identified (r=0.716). Based on the 

results of Structural Equation Modeling (Multi-group SEM) all statistically 

significant indirect effects were proven (p=0.008). Recommendations include 

strengthening Cooperative, Performance, and Innovation cultures; enhancing 

Performance Appraisal systems; and implementing HRM practices to each type 

of Commercial Bank. 
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1. INTRODUCTION 

Today’s banking environment is changing rapidly. This is due to rapid technological 

advancements and increased expectations from customers for innovative product offerings, as 

well as a growing competitive challenge (both new entrants and incumbent banks) within the 

industry. In the midst of all these changes, how organizations manage their staff has become an 

increasingly significant factor that impacts their ability to achieve success in the marketplace. 
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Human resources represents the driving force for all of an organization’s success. Therefore, HR 

is centrally located in the organization and works regularly with both internal and external 

stakeholders to develop strategies related to recruiting staff, overseeing employee progression 

and developing employee skill sets over time (Arokiasami et al., 2024). Numerous studies have 

shown that the quality of decisions made by HR (including how carefully employees are hired; 

whether employee training/skills development are focused on; whether pay and incentives 

motivate employees; and whether clarity exists regarding how to progress) positively influences 

overall performance outcomes in organizations. More specifically, this success is not empirical; 

instead, it can be observed through meeting specific performance metrics when employees’ 

capabilities and resources meet the bank’s mission (Salman et al., 2024; Phiri & Phiri, 2022). 

However, today’s banking institutions have difficulty converting individuals’ investments into 

an ongoing advantage. If you pay close attention to what is planned versus what happens on the 

ground, you will see a disconnect. Culture tends to lag behind the rules. Many organisations 

have experienced high turnover among employees; basically, people have become unfaithful to 

the organisation as if they were simply old, worn-out fabric. Initiatives designed to improve the 

quality of life for employees often become routines that provide no true substance for employees. 

They represent a check-the-box mentality, and do not cause an appreciation for the people doing 

the work. While HR has implemented many very exciting initiatives which do drive results, 

there is an obstacle in the way of those results. Think of this obstacle as wiring that connects at 

some level, but lies below the surface. Mindsets are created from this wiring; behaviours are 

developed from the soil of the norms shared by co-workers and the daily behaviours common to 

the workplace. A company’s shared beliefs about how employees complete their work create a 

relationship between the employee’s personal values and the team’s objectives by building trust 

and developing behaviours that promote continued loyalty, as noted by the research of Yang et 

al. (2024). Without these behaviours established, even the best employee initiatives are at risk of 

disintegration as if they were built on shifting ground. 

The fact that so little has been researched regarding management is especially true for Arab 

nations, where few in-depth studies have focused on how the culture of the workplace has an 

effect on the relationship between human resource strategies and the outcomes achieved. This 

lack of research is most clearly depicted in the banking industry, where quick paced routines, 

stringent safety procedures, risk related pressures, and challenging interactions between 

employees and customers impact the daily work experience of employees working in a bank. 

The central research question for this study is: “How do planned HR strategies improve bank 

performance by virtue of the company values?" From this overarching question comes other 

objectives: to review current human resources strategies and their outcomes; to discover the most 

prevalent organizational culture attributes such as teamwork, creativity, and goal orientation; to 

identify differences in employee workplace culture by age, gender, and/or job level; and to 

identify practical steps to enhance overall organizational performance. 

The significance of this research lies in its contribution to both theory and practice by revealing 

the influence of organizational culture on Arab countries' banks. The research employed SEM to 

evaluate the complex inter-relatedness of the causes and effects of organizational culture within 

banks, filling a significant gap in Strategic Management literature. In addition to adding to the 

theoretical understanding of how organizational culture influences the success of banks in the 

Arab World, the research provides operational utility by providing bank supervisors with a 

systematic methodology to view how workplace values relate to financial returns attributable to 
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investment in people management. The research highlights three main themes: the relationship 

between human resource practices and business performance; the relationship between 

organizational culture and human resource practices; and the impact of both of the above factors 

on business performance.  While numerous individuals were involved in the research from 

different levels of employment, the only individuals that participated in the research study were 

bankers who worked in private banks located in Baghdad, Iraq. The timeframe for the research 

was also limited to 2025 through 2026; therefore, the data was collected from 2025 to 2026. 

1.1 Literature Review 

1. Human Resource Practices and How They Affect Organizations 

Scholars wishing to study the relationship between workplace management and employee 

performance have conducted investigations around the world using many different methods to 

analyse data. An example of researchers examining workplace management using a real-life case 

study is Phiri and Phiri, who analysed a specific organisation: Zambia's National Assembly. 

Instead of randomly forming theory-based hypotheses or intuitively reaching conclusions, Phiri 

and Phiri performed statistical tests to validate their assumptions about best practices within the 

National Assembly. By examining the results of their statistical analyses, Phiri and Phiri were 

able to demonstrate that training, tracking of progress and providing recognition and support for 

employees did not simply provide subjective or anecdotal evidence supporting organisations 

being 'good' or great,' but rather demonstrated statistically significant correlation with successful 

employee performance. 

In 2024, Salman and his group, considered an example of Sonelgaz of Algeria, studied how 

different human resource practices affect performance in the workplace. Hiring workers, 

providing training and education, and creating safe workplaces were many of the direct factors 

that contributed to achieving results. One of the key performance indicators that stood out was 

the way people in leadership positions behaved and how their actions impacted the delivery of 

services to people; this indicated that human resource methods can impact customer service 

levels. While different factors will influence performance at various organizations or industries, 

the impact of human resources methods on employee productivity was confirmed in practical 

settings. 

The field of Human Resource Management (HRM) has only recently begun considering other 

perspectives such as sustainability and technology advancements in the way HR functions. In 

2021, Abbas looked at the hospitality industry in Egypt to demonstrate that implementing a 

green-minded approach to managing people can have a positive influence on three areas - the 

financial performance of the firm, the well-being of employees, and the environmental footprint 

of the firm. Afterwards there was an interesting piece of work by Al-Shammari (2022) that 

focused on an agency in Kuwait responsible for delivering services to youth that showed 

average scores based on comparisons between HR systems and overall success. In the midst of 

these average scores, however, there was some very promising data that indicated there is a 

significant statistical correlation between superior HR systems and improved outcomes. Without 

this correlation there really is no choice but to keep moving forward as long as progress is 

important.. 

2. Culture and leadership in organizations 

Reference of performance, the workforce's key areas of performance can also be related to deeper 

factors like the culture in a workplace environment and the behavior of leaders in an 
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organization. Juma and Mbarek (2021) studied three different types of organize culture from 

different factories throughout the Libyan context, provided the following insight regarding 

performances in reference to these cultures. Juma and Mbarek's study aimed to provide evidence 

for three primary styles of organizational culture, focused on outcomes, working with others, 

and experimentation, however it ultimately discovered the link between emotional support and 

a goal oriented environment - both positively impacted increased productivity, while 

innovations have some affect overall the correlations of high expectations and high trust have 

had the most significant impact as per Juma and Mbarek based upon their data. By 

understanding that behaviours come from within an environment as much as from 

organizational policy, another example that culture is shaping people's daily behaviours and 

actions without anyone knowing. 

The behaviour of any group is influenced by the leadership more than most people can even 

imagine. Diab and Mahdy (2022) looked at how acting with integrity contributes to establishing 

stronger workplace norms within universities. Building positive workplace cultures at Sohag 

University was not about rules or policies, but rather being a good role model of ethical 

behaviour by those in leadership positions. When the leaders of a team displayed ethical 

behaviour, the team members followed their example, resulting in greater stability within their 

workplace. As trust was established through example as opposed to authority, the level of 

resistance between departments was reduced naturally rather than through any coercive means. 

In this manner, a more consistent and predictable workplace was established, where mutual 

respect prevailed over coercive pressure as the primary influence.. 

3. Synthesis And Research Gap 

Looking closer at past work shows patterns in how research was done plus what ideas keep 

appearing - this supports the setup used here. Most scholars agree the descriptive-analytical 

method works well (Abbas, 2021; Al-Shammari, 2022; Diab & Mahdy, 2022). Instead of other 

tools, nearly every project uses survey questionnaires with Likert-type ratings when studying 

management styles or workplace actions. On topic trends, findings often link human resource 

methods - which shape outcomes - to how organizations perform overall (Abbas, 2021; Phiri & 

Phiri, 2022; Salman et al., 2024). 

Still, one clear missing piece stands out after looking through past work. Earlier efforts took place 

in very different places - from North Africa to the Gulf - and looked at many fields like 

government offices, hotels, factories, schools. Yet almost none focused on how banks operate 

inside Iraq. Because of this hole, the present project steps in, filling both a location-based and 

time-related void by exploring how workplace values shape outcomes in Baghdad's bank 

system. Through such focus, fresh understanding grows, shaped directly by local norms, money 

systems, 
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