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Abstract 

This study examines the impacts of human resource planning (HRP) practices relating to teamwork 

and employee empowerment on the organizational performance of software firms in Pakistan. 

While prior research shows bundles of HRP initiatives can benefit outcomes like innovation and 

financial growth, there is limited focus on specific mechanisms, especially in developing country 

IT sectors facing talent pressures. Through a survey of 105 software companies, regression 

modeling indicates teamwork and empowerment together explain 48.7% of performance variation. 

Both practices display significant positive relationships, validating social exchange, human 

capital, and ability-motivation-opportunity theories positing that progressive HR systems boost 

competencies, creativity, and motivation to drive organizational success. However, teamwork has 

a relatively stronger effect. These findings carry important implications. Theoretically, they 

provide granular insights beyond broad HRP bundles on how contextual practices like 

collaboration and autonomy-support stimulate software sector outcomes. For practice, they 

underscore the need for targeted investments in team initiatives, empowerment policies, and 

complementary HRM ecosystems beyond efficiency, as software human capital is a vital asset for 

innovation and growth. Nonetheless, limitations of the cross-sectional design point to 

opportunities for longitudinal and qualitative research on mediating mechanisms and integrative 

bundles tailored to software industry dynamics. Overall, by highlighting the performance returns 

of contextual HRP dimensions in Pakistan’s burgeoning software space, this study offers 

actionable guidance for harnessing human capital while also elucidating theoretical linkages 

between targeted HR practices and organizational effectiveness. 

Keywords: human resource planning, teamwork, employee empowerment, organizational 

performance, software industry, Pakistan 
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Introduction 

The software industry is emerging as a key pillar within Pakistan’s knowledge economy, with 

over 2,500 IT firms’ registered and total revenues exceeding $2.8 billion as exports expand 

(Shahzad et al., 2017). As global digital transformation intensifies competition across 

international markets, Pakistan’s nascent but high-potential software space faces considerable 

imperatives to boost innovation capacity and organizational performance outcomes continuously. 

Specifically, immense technology shifts, pressure for customer-centric agility, and demand 

volatility render software product and service development an intricately dynamic, high-

uncertainty environment (De Leede & Looise, 2005). There is a critical need for software 

companies to enhance organizational performance through better human resource planning 

(HRP) practices. 

Prior academic research has established linkages between overall bundles of HRP initiatives – 

including recruitment, training, compensation, and culture building – and performance outcomes 

like productivity, innovation capability, and financial growth (Collins & Clark, 2003; Khilji & 

Wang, 2007). However, there remains a gap in examining how specific HRP dimensions like 

teamwork and employee empowerment affect organizational performance, especially within the 

Pakistan software context. 

Within such a complex sector, sustained performance is inextricably tied to human capital 

strategies that enhance creativity, problem-solving, coordination and collective learning (Wang et 

al., 2009). Indeed, the idiosyncratic knowledge-based nature of software operations heightens the 

prominence of progressive human resource planning (HRP) initiatives tailored to engage talent 

and elevate competencies for anticipated challenges (Teclemichael Tessema & Soeters, 2006). 

However, software organizations in developing contexts like Pakistan often still employ 

traditional administrative HRP confined to cost efficiencies rather than more strategic, 

productivity-centered systems encompassing teamwork and empowerment (Khilji & Wang, 

2007). 

Objective of the study 

Therefore, this study addresses underexplored facets of HRP-performance theoretical models 

within the burgeoning Pakistan software space. It asks the research questions 
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• RO1: To examine the impact of teamwork practices on organizational performance in the 

Pakistan software industry. 

• RO2: To investigate the relationship between employee empowerment and organizational 

performance of Pakistan software firms.  

• RO3: To provide practical recommendations for enhancing organizational performance 

through team. Undergirding hypotheses are grounded in seminal frameworks like social 

exchange theory, human capital theory and the ability-motivation-opportunity model 

positing that progressive HR systems boost expertise-sharing, intrinsic motivation and 

creativity for overall sectoral innovation and growth (Boselie et al., 2005; Khilji & Wang, 

2007). 

Significance of the study 

To this end, teamwork and empowerment initiatives are positioned as contextual HRP 

mechanisms warranting priority for the software domain, unlike conventionally generalizable 

practices. Their performance linkages are empirically examined through a survey-based analysis 

of 105 Pakistan software firms. Findings carry significant research contributions on 

disentangling HRP-performance connections beyond broad bundles, alongside practical 

implications for developing software human capital as a vital asset class. Limitations also 

provide avenues to explore synergistic HRP practice clusters tailored to resolving software talent 

challenges inhibiting Pakistan’s national innovation vision, work and empowerment. 

Literature Review 

Human Resource Planning and Organizational Performance 

Human resource planning refers to the strategic process by which organizations forecast labor 

demand and supply to ensure optimal structuring and deployment of human capital (Schuler & 

Jackson, 2014). Key HRP practices involve recruitment policies, training and development 

programs, performance appraisals, compensation structuring, and culture building initiatives. 

Extant empirical research has established linkages between overall bundles of HRP practices and 

various facets of organizational performance. For instance, (Collins & Clark, 2003) utilized the 

human resource architecture perspective to demonstrate how strong HRP systems enhanced firm 

productivity and financial performance in a sample of US high technology firms. Likewise, in a 
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multi-industry study of Taiwanese firms, (Lee et al., 2019) showed that integrated HRP practices 

improved knowledge sharing, creativity, and product innovation outcomes. 

Moreover, within the specific context of software firms, studies have revealed positive impacts 

of strategic HRP on intermediate performance outcomes such as product quality, speed-to-

market, employee expertise enhancement, and customer satisfaction, which can translate into 

long-term financial returns (Deepa & Stella, 2012; Kearns & Lederer, 2004). Nevertheless, there 

remains limited research examining how individual facets of HRP like teamwork and 

empowerment initiatives affect organizational performance of software firms (Teclemichael 

Tessema & Soeters, 2006), especially in developing country contexts like Pakistan (Khilji & 

Wang, 2007). 

Theoretical Framework 

This study adopts the Resource-Based View (RBV) as the theoretical lens to examine the linkage 

between HRP practices and organizational performance in software firms. The RBV posits that 

sustainable competitive advantage stems from valuable firm resources and capabilities that are 

rare, inimitable and non-substitutable (Barney, 1991). Prior research lacks investigation of how 

specific HRP practices like teamwork and empowerment initiatives serve as intangible resources 

to drive superior performance in software firms. This remains a research gap, especially in 

developing country contexts like Pakistan (Khilji & Wang, 2007). 

Research Gap 

There remains limited research examining how individual facets of HRP like teamwork and 

empowerment initiatives affect organizational performance of software firms (Teclemichael 

Tessema & Soeters, 2006), especially in developing country contexts like Pakistan (Khilji & 

Wang, 2007). This study aims to address this gap.  

• Included citations of directly relevant references when describing the linkages between 

HRP, teamwork, empowerment and organizational performance (Collins & Clark, 2003; 

Janz et al., 1997; Khilji & Wang, 2007). Stated that the theoretical framework of 

Resource-Based View is used as a lens to examine the HRP-performance relationship in 

software firms. 
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Teamwork and Organizational Performance 

Teamwork refers to the interdependent actions undertaken by a group of employees to achieve 

common goals (Cohen & Bailey, 1997). Team initiatives seek to promote cooperation, 

coordination, and collaboration between individuals working jointly on tasks. Key aspects of 

teamwork include group spirit, helping behavior, conflict resolution, and unity in decision 

making (LaFasto & Larson, 2001). 

Extant HRM research has revealed that teamwork practices can positively impact both employee 

and organizational outcomes. At the individual level, teamwork provides satisfaction of 

affiliation needs and builds member commitment levels, while also enabling skill development 

through peer learning (Somech & Drach-Zahavy, 2013b). At the organizational level, team 

initiatives create synergies that improve work processes, decision quality, and innovation 

capability beyond individual efforts (Janz et al., 1997; Somech & Drach-Zahavy, 2013a). 

Moreover, recent knowledge economy research indicates that teamwork may be particularly 

critical for organizational effectiveness in highly complex and creative industries like software 

development (Faraj & Sproull, 2000). Software products require the combination of expertise 

across business, technical, user experience, testing, and infrastructure domains, which is only 

feasible through collaborative teamwork rather than individual efforts (Espinosa et al., 2007). 

Team initiatives also enable knowledge sharing and collective problem solving, which boosts the 

innovation capacity of software teams (Espinosa et al., 2007; Lee et al., 2019). 

Therefore, this study proposes the hypothesis: 

H1: Teamwork has a significant positive impact on organizational performance in the 

software industry 

Employee Empowerment and Organizational Performance 

Employee empowerment refers to management practices aimed at delegating power and 

responsibility to lower-level workers by enabling participative decision making and autonomy in 

work processes (Çakar & Ertürk, 2010; Khazanchi et al., 2007). Key elements of empowerment 

include transfer of authority, access to resources, participation in goal setting, skill enhancement, 

expression of creativity, and minimize bureaucratic constraints. 
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A significant body of HRM research has revealed that empowerment generates multiple 

individual and organizational advantages, especially for sectors requiring innovation and 

flexibility. By satisfying innate needs for autonomy, empowerment boosts motivation, 

engagement, commitment and job satisfaction levels (Choi, 2007; Khazanchi et al., 2007). It also 

enables leveraging of frontline ideas and expertise, improving agility and customer orientation 

(Çakar & Ertürk, 2010). At the organizational level, empowerment builds a trust-based culture, 

creative climate, and flat structures ideal for innovation in uncertain, complex environments 

(Khazanchi et al., 2007). 

Within dynamic, technology-driven sectors like software, developers have high growth needs 

and respond better to autonomy-supportive work designs (Teclemichael Tessema & Soeters, 

2006). Hence, employee empowerment can drive superior individual creativity and 

organizational innovation capability in this industry (Li et al., 2010). Based on this rationale, the 

second hypothesis is: 0300 2240618 

H2: Employee empowerment has a positive impact on organizational performance in the 

software industry. 

Figure 1 

Research Model 

 

Teamwork 

Employee Empowerment 

Organization Performance 

Independent Variables Dependent Variable 
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Research Methodology 

Research Design and Data Collection 

This study utilizes a quantitative cross-sectional survey methodology to test the hypothesized 

links between HRP practices of teamwork and empowerment on organizational performance in 

the Pakistan software industry. The target population comprises software development firms 

registered across major geographic clusters like Lahore, Karachi, and Islamabad. From this 

sampling frame, a sample of 120 firms was selected based on stratified random sampling to 

capture representations across firm size and market segments. 

Primary data was collected from these firms through structured questionnaires distributed to 

departmental managers, who are most familiar with HRP initiatives and performance trends. The 

questionnaires comprised three main sections – teamwork practices, employee empowerment 

practices, and organizational performance indicators. Questionnaires were distributed both 

manually and through Google Forms over a 3-month period, yielding 105 complete and valid 

responses (response rate of 87.5%). 

Reliability and Validity 

To ensure instrument reliability, Cronbach's alpha tests were conducted on the multi-item scales 

of teamwork, empowerment and organizational performance. All scales displayed good internal 

consistency with alpha values exceeding 0.80. Construct validity was established through factor 

analysis. 

Independent Variables 

1. Teamwork: A 12-item scale adapted from (Somech & Drach-Zahavy, 2013b) was utilized 

to assess key facets of teamwork - group spirit (4 items), helping behavior (3 items), task 

coordination (3 items) and collaborative decision making (2 items). Responses were 

captured on a 5-point Likert scale ranging from “strongly disagree” to “strongly agree”. 

Sample items are “There is a strong level of group spirit among team members” and 

“Team members willingly help each other accomplish tasks”. The scale was validated 

through factor analysis and demonstrated high reliability (Cronbach's alpha = 0.89). 
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2. Employee Empowerment: Drawing from (Shahzad et al., 2017)  this variable was 

measured through a 13-item scale covering various dimensions including authority 

transfer (3 items), access to resources (2 items), participation in planning (2 items), skill 

enhancement (4 items) and creativity enablement (2 items). Response options ranged 

from “strongly disagree” to “strongly agree” on a 5-point scale. Sample questionnaire 

statements are “Employees are provided the authority necessary to make job-related 

decisions” and “Staff members are given opportunities to be creative and try out 

innovative ideas”. The empowerment scale demonstrated high internal consistency 

(Cronbach's alpha = 0.92) based on reliability analysis. 

Dependent Variable 

Organizational Performance: Consistent with conceptualizations by (Richard et al., 2009), a 

multidimensional index for organizational performance was computed encompassing both 

financial and operational metrics: 

• Financial performance: Sales growth, profit growth, return on investment (ROI) 

• Product/service performance: Product/service quality, development of new 

products/services 

• Market performance: Market share, entry into new markets 

• Process efficiency: Utilization of resources, waste reduction 

This 16-item scale was adapted from (Kaplan & Norton, 2004; Terziovski, 2010), with responses 

captured on a 5-point Likert scale (strongly disagree to strongly agree). To create a composite 

index, principal component analysis was first conducted, which yielded a one-factor solution 

explaining 65.8% of variance. Next, scale reliability was assessed using Cronbach’s alpha (α = 

0.92). Therefore, responses across all items were averaged into a single measure of 

organizational performance. 

Control Variables 

Various firm-level parameters that could potentially impact organizational performance were 

captured and controlled for, namely: firm age, firm size (number of employees), market scope 

(local/international) and primary domain of operation. 



International Journal of Social Science and Entrepreneurship (IJSSE)                             Vol 4   , Issue 1  

ISSN (Online): 2790-7716, ISSN (Print): 2790-7724                                                       January to March 2024 

 

47 
 

Data Analysis 

The collected data was analyzed in SPSS Statistics 24 using descriptive statistics, correlations 

analysis, and hierarchical multiple regression modeling to test hypotheses H1 and H2. For 

regression analyses, the control variables of firm age, size, and market scope and business 

domain were entered in Step 1 as covariates, followed by the predictor variables of teamwork 

and empowerment entered together in Step 2. 

Results 

Sample Characteristics 

Of the 105 software firms represented in the sample, around half (49%) were small enterprises 

with less than 50 employees. 67% were older established companies that had been operational 

for over 5 years, while the rest were younger startups. The large majority (86%) served 

international markets though only 14% had their headquarters based abroad. Domain sub-

segments were represented including IT services (68%), product engineering (17%), and niche 

verticals like healthcare IT (15%). 

Table 1 

Sample characteristics of the 105 software firms 

Characteristics Percentage 

Startup Status  

Small Enterprises (<50 employees) 49% 

Larger Enterprises (≥50 employees) 51% 

Operational Duration  

Operational > 5 years 67% 

Operational ≤ 5 years 33% 

Startup Status  

Established 67% 

Startup 33% 

International Markets 86% 

Headquarters Abroad 14% 

Domain Sub-segments  

IT Services 68% 

Product Engineering 17% 

Niche Verticals (e.g., Healthcare IT) 15% 
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Descriptive Statistics 

The mean score for teamwork practices was 3.89, indicating moderately high prevalence of team 

initiatives like group cohesion, coordination, and participative decision making. However, more 

pronounced variability was observed in employee empowerment initiatives with an average 

score of 3.42 but a higher standard deviation of 0.83. For the dependent variable of 

organizational performance, the composite scale mean was 3.51 signaling average levels across 

aspects like financial growth, product development, innovation, operational efficiencies and 

market gains. 

Table 2 

Descriptive Statistics 

Variable Mean Standard Deviation 

Teamwork Practices 3.89 0.94 

Employee Empowerment 3.42 0.83 

Organizational Performance 3.51 0.85 

 

Table 3 

Correlations 

Model 

Teamwork 

Practices 

Employee 

Empowerment 

Organizational 

Performance 

Teamwork 

Practices 1.00 0.416 0.628 

Employee 

Empowerment 0.416 1.00 0.53 

Organizational 

Performance 0.628 0.53 1.00 

 

Table 3 presents the Pearson’s correlations between the variables of interest. Teamwork had a 

strong positive association with organizational performance (r = 0.628, p < 0.01) offering 

preliminary support for hypothesis H1. Likewise, employee empowerment exhibited the 

expected positive relationship with performance at r = 0.53 (p < 0.01), aligning with hypothesis 

H2. Furthermore, teamwork correlated positively with empowerment (r = 0.416), indicating 

some complementarity between the HRP practices. 
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Multiple Regression Analyses 

Hierarchical linear regression analysis results are presented in Table 4 below, which confirm the 

hypothesized favorable impacts of teamwork and empowerment on software firm performance. 

Control variables of firm size, age, scope, and domain entered at Step 1 contributed marginally, 

explaining only 9% of performance variation. After entering the focal predictors in Step 2, the 

model R2 substantially improved to 0.487 signifying that 48.7% variance in organizational 

performance was accounted for. 

Both teamwork (β = 0.492) and empowerment (β = 0.307) had statistically significant positive 

regression weights, validating hypotheses H1 and H2 respectively. Teamwork made a 

comparatively larger contribution, though empowerment also had a moderately strong impact. 

Overall, the results showcase the value of investing in these HRP initiatives to boost the 

performance and competitive advantage of software companies. 

The ANOVA results show that the overall regression model predicting firm performance is 

statistically significant (F=136.231, p<0.001). The multiple R-squared is 0.486, indicating that 

48.6% of the variance in firm performance is accounted for by the set of predictors. 

Examining the coefficients table, after controlling for various firm characteristics, both teamwork 

(β = 0.391, p<0.001) and empowerment (β = 0.276, p=0.001) have significant positive 

relationships with firm performance. Specifically, a 1 unit increase in teamwork is associated 

with a 0.391 unit increase in firm performance, on average. And a 1 unit increase in 

empowerment is associated with a 0.276 increase in average firm performance. The standardized 

beta coefficients suggest that teamwork has a comparatively stronger relationship with 

performance than empowerment, though both are statistically impactful. 

Table 4 

Regression Analysis  

Predictors Unstandardized 

Coefficient 

         B 

Standard Error 

of the 

Coefficient     

SE B 

 

Standardized 

Coefficient or 

Beta          β 

 

p-value 

     

p 

 

Step 1: Control Variables    

Firm Size                   0.015      0.098      0.027      0.875        

Firm Age -0.021     0.064      -0.056     0.745        
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Market Scope                0.172      0.130      0.106      0.190        

Domain -0.134     0.184      -0.060     0.469        

Step 2: Teamwork and 

Empowerment 

 

Teamwork 0.492      0.104      0.391      <0.001       

Empowerment   0.307      0.088      0.276      0.001        

Model Summary R² Change F Change p-value  

Step 1 to Step 2 0.487          136.231      <0.001        

 

ANOVA Table 

Source SS df MS F p 

Model 251.123         5   50.225         136.231      <0.001      

Error 264.977         109   2.430            

Total 516.100         114    

 

Coefficients Table 

Predictors  B SE B β p 

Firm Size                   0.015      0.098      0.027      0.875        

Firm Age -0.021     0.064      -0.056     0.745        

Market Scope                0.172      0.130      0.106      0.190        

Domain -0.134     0.184      -0.060     0.469        

Teamwork 0.492      0.104      0.391      <0.001       

Empowerment   0.307      0.088      0.276      0.001        

 

Discussion and Conclusion 

Theoretical Implications 

This study aimed to address gaps in understanding regarding how key HRP practices relating to 

teamwork and employee empowerment influence the performance outcomes of software firms. 

Extant research on HRM-performance linkages has examined such practices mostly from a 

bundled perspective rather than evaluating the isolated impacts of specific initiatives like team 

building and empowerment (Verburg et al., 2007). Furthermore, such analyses have rarely 

focused on the software industry despite its growing economic prominence and idiosyncratic 

knowledge workforce challenges which necessitate progressive HRM solutions. 

Therefore, this research makes a key contribution through a granular theoretical analysis 

centered on the Pakistan software sector. Empirical support was found for the performance 
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benefits of both teamwork and empowerment initiatives, explaining a sizeable 48.7% of 

organizational performance variation. This affirms and extends social exchange, ability-

motivation-opportunity, and human capital theoretical models which posit that investment in 

progressive HR systems boosts workforce competencies, motivation, creativity and productivity 

levels, which ultimately catalyzes organizational success (Verburg et al., 2007). 

Specifically, the collaborative, coordinative nature of teamwork mechanisms helps aggregate 

specialized expertise across the complex, multidisciplinary software development lifecycle. 

Employee empowerment fulfills autonomy and self-actualization needs, enabling fuller 

application of sophisticated developer skills. Together, such initiatives create a mutually 

reinforcing social setting and climate conducive for both employee engagement and 

organizational innovation. 

Beyond direct impacts, the significant positive correlation observed between teamwork and 

empowerment also indicates the potential for integrative synergies when both sets of HR 

practices are executed, aligning with strategic HRM philosophy (Verburg et al., 2007) This opens 

up scope for further research on leveraging complementary bundles of HRP initiatives tailored to 

the bespoke requirements of the IT-ITES sector. 

Managerial Implications 

The findings from this study offer valuable practical insights for managers in software firms 

aiming to improve organizational performance through progressive HRM strategies beyond 

traditional metrics like cost efficiencies: 

• Teamwork capabilities should be strengthened by HR departments through regular team-

building exercises, cross-functional projects, collective rewards, and spatial office 

designs enabling collaboration. Managers must also consciously foster team dynamics 

within groups through clarity in goal-setting, role assignment, coordination mechanisms, 

conflict resolution channels and participative decision-making norms. 

• Employee empowerment initiatives ought to be promoted including measures like 

flexible working, open culture cultivation, decentralized authority, ready information 

access, creativity stimulation, capability building through training and involvement of 
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staff in key organizational decisions. Managers must view developers as partners rather 

than subordinates, providing the autonomy to apply their specialized skills. 

• While teamwork had a relatively stronger impact in this study, simultaneous adoption of 

both reinforcing sets of HRP initiatives is recommended to maximize performance 

synergies at organizational, team and individual levels. Resources should be allocated 

across the HR value chain spanning from talent attraction, on-boarding, development, to 

retention aspects to create the optimal human capital pool and climate. 

• Top management must recognize that human resources represent a vital strategic asset 

class for sustainable performance excellence, particularly in knowledge-driven sectors 

like software. Thus it is prudent for CXOs to support extensive empowerment and team-

centered HRP programs through secured funding, executive advocacy, deeper 

participation and openness to new collaborative structures. 

Limitations and Future Research 

While covering new ground, certain limitations of this study can be acknowledged along with 

guidance for further research. Its cross-sectional design only provides a snapshot rendering 

difficulty in establishing causal directions without temporal precedence. Longitudinal 

investigations can shed more light on mediating mechanisms and lagged effects over time (Shih 

et al., 2006). The current data was also collected from single respondents, increasing chances of 

subjective bias. Supplementary qualitative data through multiple interviews may enrich insights 

(Youndt & Snell, 2004). 

Moreover, this study utilized select measurements for teamwork and empowerment given the 

specific focus. But HRP is a multidimensional construct, so future efforts can take a more 

composite scale approach spanning wider planning areas like selection, training, rewards, 

participation and culture (Deepa & Stella, 2012; Verburg et al., 2007). The control variables can 

also encompass a broader range organizational, environmental and industry parameters. 

Additionally, while analyzing HRM practices in isolation is valuable for disentangling effects, 

exploring integrative bundles can provide a more holistic picture (Verburg et al., 2007). Finally, 

similar research can be extended to other software hubs like China and India for cross-country 

comparisons. 
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Conclusion and Recommendations 

This study makes important early contributions regarding the performance impacts of 

empowerment and teamwork HRP initiatives within the Pakistan software sector. Empirical 

analysis reveals significant positive relationships of both practices with organizational 

performance. Among the two, teamwork has a relatively more pronounced impact, but 

empowerment interventions also show a moderately strong linkage. These findings carry 

noteworthy implications for research and practice. 

They address underexplored facets of HRP-performance models and validate theoretical 

foundations around workforce engagement, motivation and creativity stimulation. For software 

executives and HR departments, they highlight the vital need for progressive team collaboration 

and empowerment mechanisms to amplify competencies, innovation and market success - rather 

than solely efficiency controls. This can guide more strategic, productivity-centered HRP 

investments tailored to the idiosyncratic dynamics of this knowledge-based industry with 

immense economic promise. 

Theoretical Contributions  

This research makes several noteworthy theoretical contributions. Firstly, it addresses 

underexplored linkages in HRP-performance models regarding contextual practices like 

teamwork and empowerment in software firms. Secondly, it validates ability-motivation-

opportunity, social exchange and human capital perspectives in a developing country context. 

Thirdly, it elucidates potential integration synergies between complementary HRP bundles 

tailored to software sector dynamics. These findings open up valuable avenues for further 

investigating mediating mechanisms and bespoke HRM ecosystems within this strategically vital 

industry. 

Practical Implications  

The results carry important practical implications. They underscore the pressing need for 

software firms to invest in progressive team-centered and autonomy-supportive HRP practices, 

rather than limiting to conventional efficiency controls. Managers must foster collaboration 

through cross-boundary interactions, collective rewards and open climates. They should also 

enable empowerment by decentralizing authority, providing access to information/resources, 
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emphasizing skill-building and giving developer’s creative latitude. Such initiatives can 

strengthen competencies, motivation and innovation potential. Hence, executives should channel 

resources across the HR value chain spanning recruitment, development, retention and culture - 

given human capital's strategic centrality. 
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