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ABSTRACT

High-road approach organizations deploy commitment-based/high-performance working HRM
systemsandseeemployeesasasalesdriverratherthanacostdriver.Theyhavealong-termperspective
andmakemoreinvestmentintheirHRbypayingthemabovetheindustryaverageandimplement
policies and practices that focus on employee engagement, satisfaction, and service orientation
toenhanceorganizationalperformance.Thisresearchviewscompensationandbenefitspractices
throughthelensofahigh-roadapproachandprovidesvariousframeworkstoemphasizetheroleof
thehigh-roadapproachinenhancingemployeecommitment,engagement,loyalty,productivity,and
retention,thusleadingtohealthierorganizationalgrowth.Theresearchprovidesvariousillustrations
toexplainhowcompanieshaveinitiatedahigh-roadapproachtocompensationandbenefitspractices
andimprovedtheiroverallperformance.Researchalsodiscussesthebarrierstohigh-roadapproach
adoptionandidentifiesprerequisitesforitssuccessfulimplementation.
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1. INTRodUCTIoN

Thecompensationandbenefitspracticescaninfluenceacompany’sstrategicadvantagebypositively
influencingorganizationaloutcomesthroughcosts,identity,andreputationandaffectingemployee
attitudesandbehaviors,includingretention,attraction,andmotivation.Changingemployeeattitudes
andbehaviorscanincreaselevelsofattractingandretainingemployees;enhanceemployeewell-being,
facilitate more strategic and organizational citizenship behaviors, leading to improved employee
performance,allofwhichpositivelyinfluenceorganizationaloutcomes.Organizationalcitizenship
behaviorsleadtohigherproductivity,reducedcosts,greatercustomersatisfaction,andlowerturnover
(Jacksonetal.,2018).Althoughdeployingindustrynormsorbestpracticesofcompensationand
benefitscanbepositiveforanorganizationinthelongterm,itisnotlikelytoleadtoasustainable
competitive advantage, becauseotherorganizations cando the same thing.Thus, suchpractices
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havetobenon-imitabletoleadtoasustainedcompetitiveadvantage.Thisisachievedbyadapting
practicestoanorganization’sbusinessenvironmentaswellasorganizationalfactors(Jacksonetal.,
2018).Whenanorganizationadaptsitsstrategiestoitsuniquecapabilitiesandbusinessenvironment,
imitationbyothercompaniesdoesnotleadtothesameoutcomes.Acompany’spoliciesandpractices
forcompensationandbenefitscansupportitsstrategyandstrategicgoals.Acompany’sbusiness
strategiesshouldthendriveitshumanresourcesaswellascompensation,andbenefitsstrategies.

Whenorganizationsinspecificindustries(i.e.retail,leisure,healthcare,andpersonalservicesin
theserviceindustry)facediminishingprofits,manywouldcutemployeecostsasapotentialsolution,
falling into a vicious cycle: lower labor budgets lead to decreased employee engagement, more
operationalproblems,andhigheremployeeturnoverwhichinturnreduceemployeeproductivity,
salesandprofits,andthatoftencompelorganizationstocuttheirlaborbudgetfurther,perpetuating
thecycle.Hence,organizationsfindthemselvesinaviciouscycleofloweremployeeengagement,
pooroperationalperformance,adeclineinsalesandprofits,andhighemployeeturnover.Hence,
thereisaneedtolookintosuchissuesandsuggestotheralternativestoachievesustainablebusiness
performance.Inthiscontext,thisresearchexploresahigh-roadapproach(i.e.commitment-based
orhigh-performanceHRMsystems)tocompensationandbenefitsstrategiesforenhancingbusiness
performanceandachievingsustainablecompetitiveadvantages.

Themajorobjectivesofthisresearcharefirst,tointroducetheconceptofhigh-roadapproach
inHRMsystemsandextendittocompensationandbenefitspractices;secondly,identifyvarious
programsrelatedtowork-lifebalance,recognition,performancemanagement,talentdevelopment,and
workingenvironmentfordeploymentofhigh-roadapproach;thirdly;todeveloparesearchframework
ofhigh-roadapproachtosegregaterelevantelementsofcompensationandbenefitspracticesand
finallyprovidevariousillustrationsofsuccessfuldeploymentofhigh-roadapproachtocompensation
andbenefitspracticesoftheorganizations.

2. TyPES oF HRM SySTEMS: CoNTRoL-BASEd 
VERSUS CoMMITMENT-BASEd SySTEMS

OrganizationscanvaryinthefocusoftheirHRMsystemsandwhetheranorganizationemphasizes
control or commitment. Control-based HRM systems as a traditional HRM approach involve
an emphasis on rules and procedures, punishment, and close employee monitoring whereas
commitment-basedHRMsystemsorhigh-performanceworksystemsreflectinvestingintraining,
careeropportunities,higherwages,andemployeebenefits(Madhani,2021b).Low-roadapproach
organizationsadopthighcontrol-basedHRMsystemsandarethusstuckina“viciouscycle”,where
employers are constrained with labor budget, and hence they are hesitant to invest in employee
trainingorotherbenefitsthatincreaseemployeeengagementandretentionandboostorganizational
performance.Lowmoraleandhighratesofturnoverfurtherreducesalesandprofitability;thus,the
vicious cycle continues.Organizationswith commitment-based systems capitalize on improving
employeeskills,motivation,andopportunitiestocontribute,toimproveorganizationalperformance
onmeasuressuchasturnover(Lepaketal.,2006).Whenemployeesseetheirjobsaslong-termcareer
opportunities,ratherthanshort-termstints,theirsatisfactionwiththeirorganizationincreaseswhich,
inturn,reducesturnoverrates(Grewaletal.,2017)

High-road approach organizations deploy high commitment-based HRM systems and see
employeesasasalesdriverratherthanacostdriverthereforeinvestmentinHRisapriorityforthem.
TheyinvestheavilyintheirHRbypayingthemabovetheindustryaverageandimplementpolicies
andpracticesthatfocusonemployeeengagement,satisfaction,andserviceorientationtoenhance
organizationalperformance.Suchcompaniesestablisha“virtuouscycle”,whereemployeesarenot
viewedasacosttobeminimizedbutasadriverofsalesandprofits.“Satisfiedownersaremore
likelytoinvestinthecompany’shumanresources,notnecessarilybypayingemployeesmore,but
byprovidingthetraining,theequipment,andtheconditionstomaketheworkmoreproductiveand
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