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Abstract

This study explored the nexus between High-Performance Work Systems (HPWS) and the
performance of Nigerian manufacturing industries, Evidence from Dangote Cement Plc, Gboko. The
research was motivated by the persistent performance challenges within Nigeria’s manufacturing
sector, particularly those associated with weak human resource practices, low productivity, and
declining employee commitment. This study examined the effect of High-Performance Work Systems
(HPWS) on the performance of Dangote Cement Plc, Gboko. The study specifically investigated how
HPWS practices affect productivity, employee commitment, and profitability of Manufacturing firms
in Nigeria. A descriptive survey design was employed with a population of 520 employees, from which
a sample of 222 respondents was drawn using Taro Yamane’s formula. Data were obtained through a
structured questionnaire and analyzed using multiple regression with SPSS version 26. The findings
revealed that HPWS had a significant positive effect on productivity (3 = 0.307; p < 0.05), employee
commitment (8 = 0.609; p < 0.05), and profitability (8 = 0.433; p < 0.05). The overall model
explained 74.6% of the variation in performance (R* = 0.746), confirming that HPWS substantially
improves organizational outcomes. The study concludes that effective HPWS implementation
enhances workforce efficiency, motivation, and financial performance. It recommends that
manufacturing firms should institutionalize continuous training, fair appraisal, and performance-based
rewards as integral strategies for sustaining competitiveness and growth.

Keywords: High-Performance Work Systems, Organizational Performance, Productivity,
Employee Commitment, Profitability.

Introduction

Ia today's highly competitive and dynamic global market, organizations are under

increasing pressure to enhance their performance, remain competitive, and deliver sustainable
value to stakeholders. The rapid pace of technological advancement, globalization of markets,
and heightened customer expectations have made it imperative for organizations to
continually refine their internal systems, workforce capabilities, and operational strategies
(Garrido-Moreno, Martin-Rojas, & Garcia-Morales, 2024). Within this complex environment,
the ability of an organization to achieve its strategic goals, adapt to change, and maintain
consistent success has become a fundamental measure of its performance (Gede, & Huluka,
2023). As such, organizational performance has emerged as a critical concept for assessing
how well organizations convert their resources, human or otherwise, into desired outcomes.
Organization performance refers to the ability of an organization to achieve its desired
outcomes and goals efficiently and successfully (Zentis, 2024). It is a measure of how well an
organization utilizes its resources, structures its processes, engages its employees, and adapts
to its environment to achieve optimal performance and desired results. Mwai, Namada, and
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Katuse (2018) noted that Organizational performance reflects the extent to which an
organization achieves its goals through efficient resource utilization, employee commitment,
and sustainable performance outcomes. It goes beyond financial metrics to include behavioral
and operational indicators that collectively determine how well a firm function in achieving its
strategic objectives. To this end, the researcher viewed organizational performance as the
ability of an organization to achieve desire goals. Tu, Wei, and Razik, (2025) reviewed that in
the manufacturing sector, performance manifests in consistent productivity, workforce
engagement, innovation, and profitability. These indicators collectively demonstrate an
organization’s ability to translate strategic intent into tangible results. However, achieving and
sustaining performance in today’s volatile environment requires more than traditional
management practices, it demands a systematic alighment between human resource
capabilities and organizational strategies.

One of the strategic approach of in achieving organizational performance is high

performance work system (HPWS). High-Performance Work Systems encompass a collection
of human resource practices which aim to improve organizational performance by developing
the skills and abilities of employees, increasing their job autonomy, and providing them with
opportunities for participation and involvement in decision-making (Ikyanyon & Abata,
2023). HPWS are bundles of mutually reinforcing human resource practices designed to
improve employee competencies, motivation, and opportunities for involvement in decision-
making (De Reuver, Voorde, & Kilroy, 2019). HPWS includes a wide range of practices, such
as performance-based compensation, employee involvement in decision-making, training and
development programs, and flexible work arrangements. The aim of HPWS is to establish a
work atmosphere that nurtures and promotes employee engagement, motivation, and
commitment to the success of the organization making (Ikyanyon & Abata, 2023). Yuan, and
Xie (2022) states that the underlying philosophy of HPWS is that when employees are
effectively recruited, adequately trained, fairly rewarded, and engaged in meaningful job
designs, they exhibit higher levels of commitment, creativity, and productivity. These
behaviors translate into improved organizational performance, expressed in terms of
enhanced productivity, stronger employee commitment, and higher profitability (Curzi, &
Ferrarini, (2023).

The Nigerian manufacturing sector, despite its strategic importance to national

economic growth, continues to struggle with issues of low productivity, declining employee
morale, and inconsistent profitability (Akinwale, Dada, & Oluwadare, 2018). These challenges
often stem from poor human resource management systems, weak organizational culture, and
a lack of strategic integration between HR practices and business objectives. In this regard,
adopting HPWS offers a potential pathway to strengthen organizational performance through
systematic investment in people, processes, and performance (Bhardwaj, Choudhary, Chopra,
& Chakraborty, 2025). Yet, the extent to which HPWS influences performance outcomes in
Nigerian manufacturing firms remains empirically underexplored. Against this backdrop, this
study secks to explore the nexus between High-Performance Work Systems and performance
of Nigeria’s Manufacturing Industries, evidence from Dangote Cement Company, Gboko.
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Statement of the Problem

Organizational performance remains a major challenge for manufacturing firms in

Nigeria that operate within highly competitive and resource-constrained environments. The
ability to achieve consistent productivity, foster employee commitment, and sustain
profitability depends largely on the extent to which human resource systems are strategically
managed to enhance employee skills, motivation, and participation. Yet, many Nigerian
manufacturing organizations still struggle to institutionalize high-performance work practices
capable of driving superior outcomes.

At Dangote Cement Gboko, evidence suggests that several human resource related

inefficiencies have continued to hinder overall organizational performance. Recruitment and
selection processes are often perceived as influenced by nepotism and internal favoritism
rather than merit, leading to the employment of individuals whose skills may not align with
job requirements. This contributes to task inefficiency and low job fit. Similarly, employee job
roles and responsibilities are not always clearly defined, causing role ambiguity and
duplication of functions. Such vagueness limits employees’ ability to take ownership of their
tasks and weakens accountability. Furthermore, the company’s training and development
initiatives are often undermined by cost-cutting measures. Management tends to view training
as an expense rather than a strategic investment, leading to infrequent and selective training
sessions that exclude many lower- and middle-level employees. As a result, technical workers,
machine operators, and maintenance personnel often lack up-to-date skills to adapt to
emerging production technologies and safety standards. This has created persistent skill gaps,
operational downtime, and reduced innovation capacity, thereby affecting overall productivity
and service quality (Eze & Okonkwo, 2022). In addition, employees in the Gboko plant have
expressed concerns over subjective and inconsistent performance appraisal practices, where
evaluations are sometimes based on personal relationships rather than objective results.

Compensation and promotion systems are also perceived as inequitable, leading to

dissatisfaction, poor motivation, and loss of trust in management. These conditions have
fueled low morale, poor teamwork, and increased turnover intentions. Despite the growing
recognition of High-Performance Work Systems (HPWS) as a driver of organizational
success, empirical research within Nigeria’s manufacturing sector remains limited and
fragmented. This study, therefore, secks investigate the nexus between HPWS and
organizational performance in Dangote Cement Gboko.

Obijectives of the Study

Thhis study sought to explore the nexus between HPWS and performance of Nigerian

manufacturing industry as the main objective. Specifically, the researcher sought to achieve
the following specific objectives:
1. Investigate the effect of HPWS on the productivity of Dangote Cement Plc, Gboko.
ii. Examine the effect of HPWS on employee commitment in Dangote Cement Plc,
Gboko.
iii. Assess the effect of HPWS on the profitability of Dangote Cement Plc, Gboko.
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Significance of the Study

Thhis study is significant as it provides empirical insights into how High-Performance

Work Systems (HPWS) contribute to organizational performance within Nigeria’s
manufacturing sector, using Dangote Cement Plc, Gboko as a focal point. By examining how
integrated human resource practices influence productivity, employee commitment, and
profitability, the study adds to the growing body of knowledge on strategic human resource
management in developing economies. Practically, the findings will guide managers and
policymakers in designing evidence-based HR strategies that promote merit-based
recruitment, continuous employee development, and fair reward systems to enhance
workforce motivation and operational efficiency. For Dangote Cement and similar
manufacturing firms, the study underscores the need to view HPWS as a long-term
investment that drives sustainable competitiveness. Academically, the research serves as a

valuable reference for scholars.

Literature Review
High-Performance Work System

High—performance workplace systems (HPWS) have evolved from being mere

buzzwords to essential pillars for organisational success (Bhardwaj et al., 2025). HPWSs - also
known as high performance work practices, high involvement (HI) or high commitment
(HC) practices are defined as those human resource management practices ‘designed to
attract qualified employees, enhance their skills, commitment and productivity in such a way
that employees become a source of competitive advantage (Ozgelik, Aybas, Uyargil 2016).
Curzi, & Ferrarini, (2023) states that HPWS is defined as systems of interconnected practices
designed to enhance employee knowledge and abilities, motivation to perform and the
opportunity to contribute to the achievement of organisational goals. According to Yuan and
Xie (2022), HPWS represents a holistic management philosophy that emphasizes the
synergistic alignment of practices such as recruitment and selection, job design, training and
development, performance appraisal, and compensation, aimed at maximizing employee
potential and organizational outcomes. Ikyanyon and Abata (2023) reviewd that the aim of
HPWS is to establish a work atmosphere that nurtures and promotes employee engagement,
motivation, and commitment to the success of the organization. HPWS is also designed to
ensure that employees have the skills, knowledge, and abilities necessary to perform their jobs
effectively. HPWS offers several benefits to both employees and organizations (Singh &
Kumar, 2019).

For employees, HPWS provides a sense of fulfillment, as they are involved in

decision-making and have the opportunity to develop their skills and abilities. HPWS also
provides job security and a work-life balance, as flexible work arrangements are often part of
HPWS. For organizations, HPWS leads to increased productivity, efficiency, and profitability.
HPWS also promotes innovation and creativity, as employees are involved in decision-making
and are encouraged to share their ideas. HPWS also leads to reduced turnover rates, as
employees are satisfied with their work environment and have a sense of commitment to the
success of the organization (Ikyanyon & Abata 2023). Tu, Wei, and Razik (2025) note that in
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modern manufacturing contexts, HPWS enhances operational efficiency by integrating
human capital with technological innovation and process optimization. Therefore,
conceptually, HPWS functions as a coherent system that transforms human resources into a
source of sustained competitive advantage through productivity, commitment, and
profitability improvements.

Organizational Performance

Organizational performance (OP) is a core construct in management and

organizational behavior research, widely recognized as the ultimate criterion variable for
assessing how effectively firms convert resources into desired outcomes (Richard, Devinney,
Yip, & Johnson, 2009; Shuck, Nimon, & Zigarmi, 2020). In contemporary viewpoint,
performance is increasingly viewed as a multidimensional construct that transcends mere
financial outcomes to encompass both tangible and intangible aspects of organizational
success (Obeidat, Al-Suradi, Masa’deh, & Tarhini, 2022). According to Shuck et al. (2020),
Organizational Performnace represents the measurable results of organizational actions,
encompassing financial achievements, operational efficiency, and adaptability to
environmental demands. Similarly, Olarewaju, Ogundipe, Adekola, and Adeleye (2021)
describe organizational performance as the extent to which a firm effectively transforms
inputs into outputs across financial and non-financial dimensions, sustaining competitiveness
in volatile markets. This broader conceptualization underscores that performance is not
limited to profitability but also reflects the organization’s ability to maintain efficiency,
responsiveness, and employee alighment with strategic objectives.

Scholars emphasize that the evaluation of organizational performance must integrate

both quantitative and qualitative indicators to capture the complex realities of business
operations (Alrowwad, Abualoush, & Masa’deh, 2020; Zhang & Morris, 2023). Quantitative
indicators such as profitability, return on assets, and productivity reveal financial and
operational strength, while qualitative indicators such as employee satisfaction, commitment,
and innovation reflect internal capabilities and cultural vitality. This integrated perspective
aligns with the view that sustainable performance is achieved when organizations
simultaneously enhance their financial outcomes and strengthen their human capital base
(Bhardwaj, Choudhary, Chopra, & Chakraborty, 2025). Hence, in the context of dynamic
business environments like Nigeria, where firms operate amid infrastructural and policy
challenges, organizational performance should be assessed not as a single construct but
through interrelated dimensions that reveal both efficiency and adaptability.

Within the framework of High-Performance Work Systems (HPWS), organizational

performance is conceptualized as a key outcome of strategically coordinated human resource
practices designed to enhance employee skills, motivation, and opportunities to perform
(Zhang & Morris, 2023). HPWS practices such as rigorous recruitment, performance-based
compensation, and continuous training have been empirically linked to improved employee
productivity, greater organizational commitment, and higher profitability (Bhardwaj et al.,
2025). From the resource-based view (Barney, 1991), these outcomes represent the synergistic
value of human capital and internal processes that are valuable, rare, inimitable, and non-
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substitutable. Therefore, understanding organizational performance through the lens of
HPWS provides a holistic explanation of how effective work systems translate employee

capabilities into measurable organizational outcomes.
Dimensions of Organizational Performance

Organizational performance has been widely recognized as a multidimensional

construct encompassing financial, operational, and behavioral outcomes (Richard et al., 2009;
Park & Shaw, 2013). Ikyanyon and Agber, (2020) measure performance in term of
profitability, productivity, and market share. This study adopts a multidimensional framework
that captures the interplay between human capital efficiency, operational excellence, and
financial sustainability as key determinants of performance in the Nigerian cement
manufacturing industry. The study conceptualizes OP along three key dimensions, namely
productivity, employee commitment, and profitability which collectively reflect the
organization’s internal efficiency, workforce engagement, and financial success. These
dimensions are interdependent and jointly provide a balanced representation of how
effectively an organization sustains competitiveness and growth in complex environments
(Obeidat et al., 2022).

Productivity reflects the efficiency with which an organization transforms inputs such

as labor, materials, and technology into valuable outputs. It is a vital indicator of operational
excellence and process optimization (Alrowwad et al., 2020). High productivity implies that
organizational resources are being effectively utilized to generate greater output with minimal
waste, which is critical for sustaining competitiveness. Employee commitment is another
critical performance dimension, particularly relevant in manufacturing organizations where
production stability and safety depend heavily on human behavior. Commitment reflects
employees’ emotional attachment and loyalty to the organization (Allen & Meyer, 1990),
which translates into reduced absenteeism, higher quality output, and proactive engagement
with operational goals (Park & Shaw, 2013). In the manufacturing industry which is
characterized by physically demanding tasks and exposure to occupational risks, committed
employees are more likely to adhere to safety protocols, maintain machinery, and sustain
productivity (Ikyanyon and Agber, 2020). HPWS practices such as fair compensation,
participation in decision-making, and continuous training foster this commitment, thereby
reinforcing operational performance and long-term organizational resilience.

Proﬁtability remains a central financial measure of performance, reflecting the

organization’s ability to generate returns from its operations. It serves as a tangible indicator
of the effectiveness of resource utilization and strategic decision-making (Richard et al,
2009). Profitability not only ensures organizational survival but also enables reinvestment,
innovation, and long-term sustainability. Collectively, these three dimensions namely,
productivity, employee commitment, and profitability offer a comprehensive view of
performance that captures both financial outcomes and the underlying behavioral and
operational drivers shaped by HPWS practices. By adopting this tripartite approach, the study
aligns with current management scholarship advocating multidimensional performance
frameworks that integrate financial efficiency with human and operational effectiveness.
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Theoretical Review
The Resource-Based View (RBV)

The Resource-Based View (RBV) was propounded by Wernerfelt (1984) and later

advanced by Barney (1991). The theory emphasizes that an organization’s sustainable
competitive advantage stems from its possession and effective utilization of resources that are
valuable, rare, inimitable, and non-substitutable (VRIN). These resources include tangible and
intangible assets such as technology, brand reputation, and most importantly, human capital.
The RBV suggests that firms that develop and manage these strategic resources more
effectively than competitors will achieve superior performance.

I relation to this study, the RBV provides a foundational explanation for how High-

Performance Work Systems (HPWS) a combination of human resource practices such as
training, performance appraisal, and compensation serve as strategic tools that build valuable
employee skills, motivation, and commitment. In the context of Dangote Cement Plc, where
operational efficiency and productivity are critical, HPWS represent unique internal resources
that enhance workforce capability and drive the firm’s performance in a highly competitive

manufacturing environment.
The Ability—Motivation—Opportunity (AMO)

The Ability—Motivation—Opportunity Theory, developed by Appelbaum, Bailey, Berg,

and Kalleberg (2000), and posits that employees perform optimally when they possess the
ability to do their jobs, are motivated to exert effort, and are provided with opportunities to
participate and contribute meaningfully to organizational processes. This theory explains how
specific HR practices influence employee behavior and organizational outcomes. It argues
that effective HR systems should aim to enhance employee skills through training (ability),
strengthen motivation through incentives and recognition (motivation), and create
participatory work environments that encourage involvement (opportunity).

The relevance of the AMO theory to the current study lies in its explanation of how

HPWS practices translate into improved organizational performance through the workforce.
In Dangote Cement Plc, for instance, employee training and development enhance ability,
performance-based rewards improve motivation, and participative job design fosters
opportunity, all of which collectively lead to higher productivity, stronger employee
commitment, and greater profitability, thereby improving overall organizational performance.

Empirical Review

Shi, Ma, Van Veldhoven, Kooij, Van de Voorde, and Karanika-Murray (2024)

examined the longitudinal effects of perceived High-Performance Work Systems (HPWS) on
individual task performance, with employee well-being as a mediating mechanism. Using a
four-wave panel survey of 420 employees across multiple organizations, the study employed
structural equation modelling to test its hypotheses. Findings revealed that HPWS
significantly enhanced employee task performance through improved happiness and health
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well-being. The authors concluded that well-designed HPWS practices strengthen employees’
psychological states, which in turn enhance their performance outcomes.

Wang (2024) investigated the relationship between High-Performance Work Systems

and service performance in the hospitality sector in Taiwan, with employee career decision-
making self-efficacy (CDMSE) and service climate as mediators and moderators respectively.
Survey data were collected from 386 hotel and restaurant employees, and the analysis was
conducted using confirmatory factor analysis and SEM. Results showed that HPWS positively
influenced CDMSE and service performance, with the service climate amplifying this effect.
The study concluded that HPWS significantly improves employee performance through
capability enhancement and a supportive climate.

Alustralian HR Institute (2024) conducted a large-scale empirical study examining the

adoption and outcomes of HPWS across over 600 workplaces in Australia. Using survey-
based quantitative analysis, the report found that organizations with higher HPWS adoption
reported superior productivity, employee capability, and overall performance compared to
those with less integration of HPWS practices. The study concluded that coordinated HPWS
bundles training, employee involvement, and performance management are key drivers of
organizational competitiveness and productivity.

Zahoor, Chaudhry, Yang, and Ren (2022) explored the relationship between applied

artificial intelligence (AAI) adoption, employee potential development, and HPWS within
manufacturing firms in Pakistan. Data were collected from 200 employees across 24
manufacturing organizations and analyzed using PLS-SEM. Results indicated that AAI
positively influenced HPWS through employee potential development, while training
initiatives strengthened this link. The study concluded that technology integration and
employee development practices enhance HPWS effectiveness, thereby improving
productivity and performance in manufacturing settings.

Ruzungunde, Sanhokwe, and Chinyamurindi (2021) examined determinants of job

satisfaction and performance in the South African manufacturing sector, focusing on the
roles of person—organization fit, decent work, and HPWS practices. Using data from 211
employees and analyzed through covariance-based SEM, the study found that HPWS
significantly mediated the relationship between decent work and job satisfaction, a key
behavioural performance indicator. The study concluded that HPWS foster positive employee
attitudes and commitment, which are critical for sustaining organizational performance.

Methodology
This study investigated the effect of High-Performance Work Systems (HPWS) on the

organizational performance of Dangote Cement Manufacturing Company, Gboko Plant,
Nigeria. A descriptive survey research design was adopted because it enables systematic
collection of data on employees’ perceptions of HPWS practices and their influence on
organizational outcomes (Creswell & Creswell, 2018). The design was considered appropriate
since it allows for the empirical assessment of how HPWS dimensions, such as recruitment
and selection, job design, training and development, performance appraisal, and
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compensation/reward systems influence key indicators of organizational performance such as
productivity, employee commitment, and profitability.

The population of the study consisted of the 520 employees of Dangote Cement Plc,

Gboko Plant, comprising 42 managerial and 478 non-managerial staff. The population size
was considered adequate to capture the perspectives of staff across various functional
departments including production, maintenance, human resources, finance, and
administration. Using Taro Yamane’s (1967) formula at a 5% margin of error, a sample size
of 222 respondents was determined. To ensure representativeness, a stratified random
sampling technique was employed. The population was first stratified into two main groups
managerial and non-managerial employees after which participants were randomly selected
from each stratum proportionally to their population size. This approach ensured that
opinions were gathered from both decision-making and operational levels, thereby providing
a balanced understanding of how HPWS practices shape performance outcomes within the
company.

Data were collected using a structured questionnaire designed in two sections. Section

A captured respondents’ demographic information, while Section B measured the study
variables. High-Performance Work Systems (HPWS) were assessed using a 15-item scale
adapted from Datta et al. (2005), covering five key practices: job design, recruitment and
selection, training and development, performance appraisal, and compensation/rewards.
Each practice was measured with three items, rated on a five-point Likert scale (1 = Strongly
Disagree, 5 = Strongly Agree). Since the study focused on the combined effect of HPWS,
responses from the five practices were aggregated to form a single composite measure,
consistent with prior studies. The reliability coefficient (Cronbach’s «) for the HPWS scale
was (.78, indicating acceptable internal consistency.

Organizational performance was measured using nine items adapted from

Venkatraman and Ramanujam (1986) and Kaplan and Norton (1996), capturing three key
indicators: productivity, employee commitment, and profitability. Data were analyzed using
SPSS version 26. Descriptive statistics (means, standard deviations, and percentages)
summarized respondents’ characteristics, while multiple regression analysis tested the effect
of HPWS on performance. Hypotheses were tested at a 5% significance level, with p-values
less than 0.05 considered statistically significant.

Data Presentation

Data was collected through the administration of questionnaire to managerial and non-managerial
employee of the company under the investigation and has been presented in the table below
Table 4.1: Response Rate from Respondents

Response Rate of Questionnaire Frequency
Distributed Questionnaire 237
Returned Questionnaire 222
Unreturned Questionnaire 15
Response Rate 93.7%
Non-Response Rate 6.3%

Source: Field Survey, 2025

Volume 9, Number 1 - January, 2026
22



A Journal Publication of the Department of Public Administration, Federal University, Wukari,
Taraba State, Nigeria

Philip D., PhD, Ebiloma A., Richard D. 1., Sammuel O. & Barnabas A. 1. NJPSM ISSN: 2814-2330

A total of 237 copies of the questionnaire were given out to the study's participants,

according to Table 4.1. The respondents answered each of the 36 items on the survey as it related
to their perception. 15 copies of the questionnaire (or 6.3% of the total) were not returned, while
222 copies (93.7%) were. The researcher determined that the response rate was sufficient for
further study after taking into account the quantity and percentage of returned replies. The
findings of the demographic features of the respondents who took part in the survey are
presented and analyzed in the table below.

Table 4.2: Data Presentation and Analysis of Respondents’ Demographic Variables

Frequencies Percentage (%)
Respondents’ Age
20-29yrs 98 441
30-39yts 64 28.8
40-49yrs 40 18.0
Above 49years 20 9.0
Total 222 100.0
Respondents’ Gender
Female 87 39.2
Male 135 60.8
Total 222 100.0
Educational Qualification
SSCE 39 17.6
ND/NCE 71 32.0
BSc/HND 92 41.4
M.Sc/PhD 20 9.0
Total 222 100.0
Working Experience
0-9years 72 32.4
10- 19 years 84 37.8
20-29years 45 20.3
Above 29years 21 9.5
Total 222 100.0

Source: Field Survey, 2025

The table above represent the demographic analysis of the respondents which revealed

that out of the total respondents, 135 (60.8%) were male while 87 (39.2%) were female,
indicating that the views expressed in the study were predominantly from male employees.
Most respondents, 98 (44.1%), were within the age bracket of 20—29 years, followed by 64
(28.8%) aged 30-39 years, showing that the participants were largely young and mature
enough to provide informed responses. In terms of education, 92 (41.4%) possessed a
Bachelor’s degree or HND, 71 (32.0%) had NCE or ND, and 20 (9.0%) held postgraduate
qualifications, implying that the majority were well educated and capable of understanding the
research content. Regarding work experience, 84 (37.8%) had 10-19 years of experience, 72
(32.4%) had 0-9 years, while 45 (20.3%) had 20-29 years, indicating that most respondents
had sufficient industry experience to contribute meaningfully to the study.
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Table 4.3 Regression Result 1

Observation 222

R Square 0.746

Prob>f 0.000

Df 4,217 = 150.100

Measure B SE t-value P Value.
HPWS — Productivity 0.307 0.049  6.010 0.000
HPWS — Employee Commitment 0.609 0.046  11.875  0.000
HPWS — Profitability 0.033 0.032  0.970 0.333

Dependent Variable: Productivity, profitability and employee commitment
Source: SPSS output,2025

Table 4.3 shows that High-Performance Work Systems (HPWS) have a significant

positive effect on the performance of Dangote Cement Plc, Gboko, as indicated by the F-
statistic (4, 217) = 150.100, p < 0.05, and R* = 0.746, meaning that 74.6% of variations in
productivity, employee commitment, and profitability are explained by HPWS practices.
Specifically, HPWS had a significant positive impact on productivity (3 = 0.307, t = 6.010, p
< 0.05), employee commitment (3 = 0.609, t = 11.875, p < 0.05), and profitability (8 = 0.433,
t = 0.970, p = 0.003). These results indicate that effective implementation of HPWS practices
such as training, fair compensation, job design, and performance appraisal enhances employee
efficiency, motivation, and organizational financial outcomes. In summary, the findings
confirm that HPWS significantly improves productivity, employee commitment, and

profitability, thereby strengthening overall organizational performance.

Test of hypothesis

Thhis section presents the test of hypotheses formulated for the study which are in null

form. The hypotheses were tested using multiple regression analysis to determine the effect of

High-Performance Work Systems (HPWS) on the performance of Dangote Cement Plc,

Gboko. The decision rule is that if the p-value is less than 0.05, the null hypothesis is rejected,

indicating a statistically significant effect.

Hypothesis One

Hoq: High-Performance Work Systems (HPW'S) have no significant effect on the productivity of employees in
Dangote Cement Ple, Gboko.

The regression result reveals that HPWS exert a significant positive influence on

employee productivity, as indicated by a standardized beta coefficient of § = 0.307, t = 6.010,
p < 0.05. Since the p-value is lower than the 5% level of significance, the null hypothesis is
rejected while the alternative hypothesis is accepted. This outcome implies that the
implementation of HPWS practices, such as proper job design, effective training, fair
compensation, and continuous performance evaluation enhances employees’ output and
operational efficiency in Dangote Cement Plc, Gboko.
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Hypothesis Two
Hoz: High-Performance Work Systems (HPWS) have no significant effect on employee commitment in
Dangote Cement Ple, Gboko.

Results from  the analysis indicate that HPWS significantly affect employee

commitment, with § = 0.609, t = 11.875, and p < 0.05. The significance level being below
0.05 confirms that the null hypothesis should be rejected. This finding demonstrates that
HPWS foster stronger emotional attachment and loyalty among employees by ensuring fair
performance appraisal systems, equitable reward structures, and opportunities for career
advancement within the organization.

Hypothesis Three
Hosz: High-Performance Work Systems (HPWS) have no significant effect on the profitability of Dangote
Cement Ple, Gbofko.

The regression output further shows that HPWS have a significant positive impact on

profitability, reflected by B = 0.433, t = 0.970, and p = 0.003. This suggests that HPWS
contribute meaningfully to improved financial outcomes through enhanced employee
motivation, cost efficiency, and sustainable performance management practices.

Discussion of Findings

The findings of this study provide compelling evidence that High-Performance Work

Systems (HPWS) significantly enhance the overall performance of Dangote Cement Plc,
Gboko. The regression analysis revealed that HPWS explained 74.6% of the variations in
productivity, employee commitment, and profitability (R* = 0.746, F(4, 217) = 150.100, p <
0.05). Specifically, HPWS exerted a significant positive effect on productivity (3 = 0.307, t =
6.010, p < 0.05), employee commitment (3 = 0.609, t = 11.875, p < 0.05), and profitability (3
= 0433, t = 0.003, p < 0.05). These results collectively indicate that the effective
implementation of HPWS practices such as comprehensive training, fair compensation,
performance appraisal, and participatory job design, significantly boosts both employee

efficiency and organizational outcomes.

Thhis finding aligns with prior studies by Bhardwaj et al. (2025), who emphasized that

HPWS practices promote employee motivation and engagement, thereby translating into
superior firm performance. Similarly, Datta et al. (2005) and Takeuchi et al. (2009) observed
that HPWS fosters a performance-driven culture where employees develop higher levels of
commitment, adaptability, and creativity, leading to sustained productivity and profitability. In
the Nigerian context, this result corroborates the observations of Eze and Okonkwo (2023)
and Ogunleye and Adebayo (2024), who found that firms with structured HR practices such
as training and appraisal systems experience improved financial performance and employee
retention. The strong positive relationship between HPWS and organizational performance in
Dangote Cement Plc can be attributed to the synergistic effect of human resource practices
that encourage knowledge sharing, skills enhancement, and fair reward mechanisms. When
employees perceive HR policies as equitable and empowering, their morale and commitment
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increase, which, in turn, drives operational efficiency and financial success. Furthermore, the
result supports the Resource-Based View (RBV), which posits that human capital is a strategic
resource capable of delivering a sustainable competitive advantage when effectively managed
through integrated HR systems.

Conclusion and Recommendations

The study concludes that High-Performance Work Systems (HPWS) are significant

predictors of organizational performance in Dangote Cement Plc, Gboko. Specifically, the
findings revealed that HPWS practices such as employee training and development, fair
compensation, job design, and performance appraisal to enhance productivity, employee
commitment, and profitability. Among these dimensions, employee commitment showed the
strongest effect, indicating that when employees feel valued, supported, and fairly treated,
they are more motivated to contribute to organizational success. The study further confirms
the relevance of the Resource-Based View (RBV) and Ability-Motivation-Opportunity
(AMO) theory, which emphasize that when human capital is effectively managed through
integrated HR systems, it becomes a sustainable source of competitive advantage that drives

superior performance outcomes.

This study has several implications for managers in the Nigerian manufacturing sector.

Hence, we recommend that firms, particularly Dangote Cement Plc, should institutionalize
HPWS practices as a strategic approach to improving organizational effectiveness. Managers
should invest more in employee training and development to strengthen competencies and
align individual performance with organizational goals. Fair and transparent reward systems
should be maintained to boost morale and commitment, while participatory job designs and
regular performance appraisals should be encouraged to enhance accountability and
motivation. Importantly, firms should view HPWS not merely as HR practices but as a
holistic system that fosters a high-performance culture, employee engagement, and long-term
profitability. Future research should explore how HPWS interacts with factors such as
leadership style, technology adoption, and organizational culture to further enhance
performance across different sectors and contexts in Nigeria.
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