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1. Introduction  

The banking sector is undergoing significant interruption due to post-pandemic 

transformations, rapid technological advancements, and intensified competition from 

fin-tech and other technology firms (Gomber et al., 2018). As customers' needs change 

Abstract: The global banking sector is progressively recognizing the critical 

role that employee motivation and organizational culture play in a 

company's success. The primary causes of this awareness are the 

transformation of workplace dynamics and the rapid digital revolution. 

While there has been a significant amount of research conducted on culture 

and motivation in isolation, there is a dearth of research on the interaction 

between these elements and the impact it has on overall performance, 

particularly in the finance sector. This integrative review employs Denison's 

organizational culture model in conjunction with Self-Determination and 

Expectancy theories of motivation to integrate findings from over 24 years of 

empirical research. Research indicates that cultures that emphasize 

adaptability and engagement enhance intrinsic motivation, which in turn 

enhances the long-term performance of human capital and operational 

capabilities. In contrast, an excessive emphasis on mission and consistency 

may lead to extrinsic motivation, which could accelerate the organization's 

financial success but compromise its reputation and ethics. The review 

advocates for "enabling control," a leadership strategy that integrates 

employee autonomy with value-driven consistency, in order to achieve 

optimal performance. The report continues by exploring potential future 

research directions, emphasizing the importance of long-term, multi-level, 

cross-cultural studies on the changes in digital banking. 

Keywords: Denison's model; organizational performance; integrative review; 

organizational culture; employee motivation; banking sector 

 



Scope 
Volume 16 Number 01 March 2026 

619  www.scope-journal.com 

 

to focus on speed, convenience, and digital interactions, banks need to change the way 

they do business with customers and the way they do business with one other. The 

widespread use of hybrid work patterns has intensified difficulties in maintaining staff 

connectivity, collaboration, and a cohesive organizational culture (Perera, G. S. P., & 

Tilakasiri, 2024). 

In this setting, corporate culture and employee engagement have become essential 

differentiators, especially as core banking products and technologies are becoming 

commoditized (Barry, M., & Wilkinson, 2022). Despite this, banks continue to face 

major problems, such as high employee turnover, weariness, ethical scandals like the 

Wells Fargo cross-selling incident (Corkery, M., & Cowley, 2016), and a gap between 

their strategic goals and the results they get. These issues highlight the urgent need to 

understand how culture and motivation affect performance in the banking industry. 

Previous studies have examined the relationships between culture and performance 

(Pathiranage et al., 2020) and motivation and performance (Cerasoli, C. P., Nicklin, J. 

M., & Ford, 2014) separately; however, there is a lack of comprehensive research that 

explores how organizational culture impacts employee motivation and, in turn, 

influences performance, particularly in the banking sector. This review addresses this 

gap by mixing findings from several disciplines and historical contexts, driven by three 

principal research reviews: 

• What types of organizational cultures are prevalent in banks, and in what ways do 

they affect employee motivation? 

• Does employee motivation moderate or govern the relationship between 

organizational culture and performance in the banking sector? 

• What are the fundamental gaps and goals for future research in this field? 

This review aims to provide scholars and practitioners with an enhanced 

understanding of the relationship between culture and motivation in improving 

organizational performance within the banking industry, employing different 

theoretical frameworks and empirical evidence. 

 

2. Methodology for Research 

2.1 Review Design and Methodology 

This research used an integrative review methodology to combine literature about 

organizational culture, employee motivation, and performance within the banking 

sector. The integrative review approach, explained by Torraco (2005) and Whittemore 

& Knafl (2005), enables the combination of several methodologies quantitative, 

qualitative, and mixed-methods studies to attain a comprehensive understanding of 

the phenomenon. Unlike systematic reviews that focus on precisely defined 

quantitative criteria and meta-analyses that statistically consolidate findings, the 

integrated review combines empirical evidence, theoretical insights, and conceptual 

address (Snyder, 2019). 
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2.2 Rationale for Integrative Review 

The choice of integrative review is supported by three main reasons: 

• Theoretical Integration:This approach facilitates the combination of many 

frameworks, such as Denison's Organizational Culture Model, Self-Determination 

Theory, and Expectancy Theory, yielding a holistic knowledge of the 

interrelationship among performance, motivation, and culture (Suddaby & Foster, 

2017). 

• Methodological Diversity: Studies of business culture and motivation utilize 

several research approaches. Integrative reviews enable the synthesis of qualitative 

case studies with quantitative research, thereby capturing the complexities of 

banking environments (Alvesson, M., & Sveningsson, 2015; Hartnell, C. A., Kinicki, 

A. J., Lambert, L. S., Fugate, M., & Doyle Corner, 2016). 

• Development of a Conceptual Model:To explain the interplay between culture 

and motivation in influencing performance outcomes in banks, it is beneficial to 

integrate studies from several traditions (Chatman & Chatman, 2003; Aldrich, 2021).  

 

2.3 Literature Search and Selection 

We used databases like Scopus, Web of Science, and Google Scholar to do the 

literature search. We focused on articles that were published between 2000 and 2024. 

The search terms were "organizational culture," "employee motivation," "banking 

sector," "performance," and "integrative review." Peer-reviewed scientific articles and 

foundational theoretical contributions were chosen. When suitable, influential 

research from other fields was included, but papers were checked to make sure they 

were relevant to the banking sector (Cerasoli, C. P., Nicklin, J. M., & Ford, 2014; Schein, 

2017b). 

 

2.4 Analysis and Synthesis 

Scientific analysis was performed on chosen studies, focusing on the interconnections 

between cultural characteristics, motivating mechanisms, and performance results. 

Scientific findings were correlated with foundational frameworks (Denison, SDT, and 

Expectancy Theory) to see patterns and research lacks. The technique followed the 

accepted norms for thorough integrative reviews (Snyder, 2019; Torraco, 2016). 

 

3 Literature Search Strategy and Theoretical Framework 

3.1 Literature Search Strategy 

The literature review involved a comprehensive and systematic search of peer-

reviewed empirical and conceptual studies published from January 2000 to December 

2024. This 24-year period encompasses significant changes in the global banking 

sector, including regulatory reforms post-2008 monetary crisis, the growth of digital 

banking, and workplace restructuring intensified by the COVID-19 pandemic (Gomber 

et al., 2018; Perera, G. S. P., & Tilakasiri, 2024). 
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Searches were conducted in Scopus, Web of Science, and Google Scholar utilising 

terms including organisational culture, employee motivation, organisational 

performance, banking sector, and Denison model. Studies were included if they (a) 

investigated empirical relationships within banking and financial services, or (b) 

provided substantial theoretical insights pertinent to organisational culture, 

motivation, or performance. Foundational conceptual works were incorporated as 

needed (Schein, 2017; Snyder, 2019). This approach facilitated a thorough integration 

of sector-specific data and overarching theoretical insights. 

 

3.2 Theoretical Framework I: Denison’s Organizational Culture Model 

Denison’s Organisational Culture Model (Denison, D. R., Nieminen, L., & Kotrba, 2014; 

Denison, 1990) establishes the theoretical basis for analysing cultural processes within 

the banking industry. The approach has undergone extensive validation across various 

industries, including financial services, and delineates four fundamental cultural 

dimensions: 

• Mission - Definition of organisational purpose, strategic trajectory, and long-term 

objectives. A robust mission enables employees to comprehend how their jobs 

extend beyond mere financial results. 

• Consistency - Common values, consensus, and synchronised actions. Although 

crucial for risk management and regulatory adherence, excessive procedural 

inflexibility might diminish adaptability (Denison, D. R., & Spreitzer, 1991). 

• Engagement - Employee empowerment, team orientation, and skill enhancement. 

Cultures that prioritise involvement promote problem-solving, engagement, and 

collective accountability (Denison, 2014). 

• Adaptability - Organisational learning, consumer response, and receptiveness to 

innovation. Flexible cultures respond adeptly to market and technological shifts. 

Empirical research indicates that Mission and Consistency bolster stability, 

compliance, and operational alignment, while Involvement and Adaptability foster 

innovation, employee engagement, and performance outcomes (Boateng, A., & 

Agyeman, 2022; Sehar, S., & Naz, 2016). Denison, D. R., & Spreitzer(1991) assert that 

organisational efficiency relies on attaining a balanced cultural profile; an 

overemphasis on stability can lead to bureaucratic lethargy, whilst excessive flexibility 

may undermine risk controls. 

 

3.3 Theoretical Framework II: Self-Determination Theory (SDT) 

Self-Determination Theory (Ryan, R. M., & Deci, 2017, 2020)differentiates between 

intrinsic and extrinsic motivation, asserting that optimal performance arises when 

three essential psychological requirements are satisfied: 
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• Autonomy – The aspiration to exercise agency and selectivity in one’s professional 

endeavours. 

• Competence - The necessity to perceive oneself as efficient and capable. 

• Relatedness - The necessity for significant social connection and a sense of 

belonging. 

Organisational cultures that endorse decision-making autonomy, facilitate skill 

enhancement, and promote collaboration bolster intrinsic drive. This subsequently 

augments creativity, engagement, and sustained commitment (Ryan, R. M., & Deci, 

2017). 

 

3.4 Theoretical Framework III: Expectancy Theory 

Expectancy Theory (Vroom, 1994) elucidates extrinsic motivation via three cognitive 

elements: 

• Expectancy - The conviction that exertion results in enhanced performance. 

• Instrumentality - The belief that performance yields desirable rewards. 

• Valence - The significance attributed to those incentives. 

The theory is pertinent to banking, characterised by performance-based incentives, 

sales objectives, and well delineated operational goals (Adil Albalush & Devesh, 2023). 

Well-designed reward systems bolster extrinsic motivation, whereas misaligned 

incentives might promote unethical behaviour. 

 

3.5 Contemporary Developments in Culture and Motivation within Banking 

Sector  

Recent changes in work arrangements and strategic aims have changed how 

employees at financial institutions engage with each other. The growth of remote and 

hybrid work models since COVID-19 has had a lot of different implications. Empirical 

data demonstrates that heightened remote-work intensity does not consistently 

enhance employees' psychological need satisfaction; instead, it may reduce feelings of 

relatedness and restrict opportunities for informal learning (J. A. Puhakka et al., 2025).  

Banking executives are worried that long periods of remote labour could hurt cultural 

cohesion, make it harder to share expertise, and raise compliance risks (S & P., 2021). 

Along with these changes in conduct, banks are slowly starting to include 

Environmental, Social, and Governance (ESG) aspects in their long-term planning. 

Recent statistics from the global sector show that more and more banks are making 

their digital transformation projects fit with ESG goals.  

This includes adding sustainability criteria to technology investments and risk 

assessment processes (BCG, 2022). Recent conversations have focused on how the 

growing use of AI in ESG reporting and risk assessment gives banks analytical benefits. 
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However, it also raises ethical, transparency, and cultural governance issues that banks 

must deal with (ICAEW, 2024). 

 

3.6 Integrating Organizational Culture, Motivation, and Performance 

3.6.1 Culture as a Driver of Motivation 

The evidence indicates that an organization's culture is an effective predictor of 

employee engagement and productivity. Numerous studies indicate that cultural 

attributes including as involvement, adaptability, mission clarity, and consistency can 

enhance employee engagement, intrinsic motivation, and overall performance.  

Denison et al. (1995) asserted that cultures emphasizing participation and 

empowerment cultivate employees' sense of ownership, hence augmenting 

productivity and organizational efficacy Lok, P., & Crawford(2004) and Sarwar & 

Abugre(2013) discovered that cultures that are supportive and encourage involvement 

led to higher job satisfaction, stronger commitment, and better performance. In 

service-oriented sectors such as banking, where well-defined processes, collective 

values, and effective leadership yield superior organizational outcomes, the impacts 

are particularly pronounced (Denison et al., 1995; Hasan, 2023). 

Nonetheless, alternative researchers present findings that are either contradicting or 

context-dependent. Cultural characteristics may not consistently influence 

performance across diverse organizational or industrial contexts. Harris & Ogbonna 

(2000)observed that cultures emphasizing engagement can facilitate collaboration, 

although they may also induce delays in decision-making and ambiguity over roles, 

particularly in heavily regulated sectors such as banking. Zheng, W., Yang, B., & 

McLean(2010) argued that too much flexibility can impair operational stability and 

make personnel more stressed. Adaptability can help new ideas grow. The effect of 

culture on performance can be lessened or change depending on things like the way 

leaders lead, the way the organization is set up, and the limits of the environment 

(Hartnell, C. A., Ou, A. Y., & Kinicki, 2011). 

The divergent findings suggest that the relationship between organisational culture 

and performance is not universally deterministic; instead, it is shaped by contextual 

factors like industry features, personnel demographics, managerial practices, and 

regional norms. The research suggests a favourable association between culture and 

performance; nonetheless, the literature underscores that culture interacts with other 

organisational factors. Researchers advocate for analytical techniques such as 

structural equation modelling to clarify both direct and indirect pathways, including 

the mediating influence of employee motivation (Kim, M., & Park, 2022). 

 

3.6.2 Motivation as a Determinant of Performance 

Extrinsic motivation, shaped by incentives and performance indicators, can improve 

short-term financial outcomes, such as sales and revenue (Ahmad et al., 2018). Reward 

systems that are not aligned can lower intrinsic motivation and encourage bad 
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behaviour (Collins et al., 2021; Ryan, R. M., & Deci, 2017).Intrinsic motivation, rooted 

in autonomy, competence, and relatedness, cultivates enduring high performance by 

enhancing service quality, encouraging innovation, and reducing turnover 

(Bettencourt, L. A., & Brown, 2003; Zafar et.al., 2023). 

 

3.6.3 Toward an Integrated Perspective 

The best performance from an organisation comes from a good fit between cultural 

traits and both internal and external motivators. Cultures that promote 

empowerment, ongoing education, clear objectives, and ethical consistency—while 

also offering appropriate reward systems—foster organisational well-being, 

operational excellence, and enduring long-term success (Hakim, 2015). 

 

3.7 Proposed Conceptual Model 

This study offers a comprehensive conceptual model that articulates the relationships 

among organisational culture, employee motivation, and organisational performance, 

grounded in the theoretical underpinnings and synthesis. The paradigm combines 

Denison's four cultural traits with important motivational mechanisms from Self-

Determination Theory and Expectancy Theory to create the "Enabling Control" 

framework. The conceptual model is shown in Figure 1. 

 
Figure1: Proposed Conceptual Model Integrating Organizational Culture, 

Employee Motivation, and Performance 

Building on the suggested conceptual model that integrates Denison's cultural 

dimensions with Self-Determination Theory and Expectancy Theory, it is essential to 

elucidate the interactions among these constructs in shaping employee motivation 
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and, subsequently, organisational success. The model provides a theoretical 

framework for comprehending these interactions, whereas a systematic synthesis 

clarifies the mechanisms via which cultural features influence motivational processes 

and impact performance outcomes in the banking industry. The subsequent part 

presents a systematic synthesis that correlates each cultural attribute with relevant 

motivational pathways, suitable organisational changes, and expected performance 

outcomes. An operational story exemplifies the execution of these interconnected 

procedures inside modern banking environments. 

 

3.8 Synthesis Table: Culture–Motivation–Performance Mechanisms 

Synthesis of Culture–Motivation–Performance Pathways: Linking Denison’s Traits 

with Motivational Mechanisms, Practical Interventions, and Expected Outcomes 

Denison 

Trait 

SDT / Expectancy 

Mechanism 

Illustrative Organizational 

Intervention 

Expected Performance 

Outcome 

Involvement 

Autonomy (SDT); 

Expectancy 

(Vroom) 

Delegated decision-making, 

participatory goal setting, cross-

functional teamwork 

Increased engagement, 

innovation, and proactive 

behaviour 

Consistency 

Competence 

(SDT); 

Instrumentality 

(Vroom) 

Clear rules and procedures, 

digital feedback systems, 

standardized performance 

metrics 

Enhanced compliance, 

reliability, and operational 

efficiency 

Adaptability 
Autonomy (SDT); 

Valence (Vroom) 

Responsive leadership practices, 

continuous learning programs, 

reskilling, and up skilling 

initiatives 

Agility, readiness for 

change, and improved 

customer responsiveness 

Mission 
Valence (Vroom); 

Relatedness (SDT) 

Strategic vision communication, 

ESG-oriented initiatives, team 

building for shared purpose 

Strong goal alignment, 

purpose-driven 

performance, and ethical 

conduct 

This synthesis shows how diverse cultural traits can activate different motivational 

systems, which can affect behaviour and performance. The table also highlights 

practical steps that managers in banks may do to boost staff enthusiasm and 

performance. 

 

3.9 Operationalizing Culture–Motivation–Performance Mechanisms 

To exploit the interconnected dynamics of organisational culture, motivation, and 

performance, you need to apply diagnostic tools, leadership methods, and structural 

frameworks in a methodical way. A retail bank might start a cultural diagnostic to find 

areas where people need to work on their independence, skills, and shared goals. 

Leaders may use management strategies that enhance autonomy, giving frontline 

workers more options for addressing customer needs and fixing service problems. This 

is an example of the Involvement trait. 
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The Banks may also use clear performance feedback systems, such digital dashboards, 

to make employees feel more competent and make the link between performance and 

rewards clearer. This would show the Consistency dimension. To strengthen a shared 

identity and purpose, leaders should always be clear about the organization's strategic 

direction, especially when it comes to ESG commitments and customer-centric goals. 

This will improve the Mission attribute. 

These treatments work together to boost basic SDT needs (autonomy, competence, 

and relatedness) and improve expectation, instrumentality, and valence, as described 

in expectation Theory. This unified operational strategy enhances intrinsic motivation, 

clarifies performance trajectories, and cultivates sustainable improvements in service 

quality, innovation, compliance, and organisational resilience. 

 

4 Discussion 

This integrative review demonstrates the substantial interrelationship between 

organisational culture and employee motivation in the banking sector, emphasising 

their considerable impact on diverse performance outcomes. Our findings corroborate 

earlier research (Gagné & Deci, 2005; Schein, 2017), demonstrating that cultures 

emphasising involvement and adaptation foster intrinsic motivation, hence enhancing 

operational effectiveness, employee well-being, and innovation. Cultures that place 

too much emphasis on mission and consistency, especially when paired with sales-

driven incentive structures imposed from the outside, may see quick financial results 

but also face higher risks of ethical infractions, employee burnout, and damage to 

their reputation. 

The idea of "enabling control" is a useful way to find a balance between the need for 

compliance and stability and the need for employee involvement and flexibility. 

Enabling control means creating systems, processes, and rewards that keep regulatory 

requirements while giving employees more power. This method goes beyond stringent 

compliance frameworks and encourages a balanced model that includes both external 

and internal motivators. 

Case books can show how enabling control works in real life 

• Wells Fargo's overwhelming concentration on sales-driven controls and external 

incentives resulted in substantial wrongdoing and a decline in ethical culture, 

highlighting the dangers of disregarding the equilibrium between control and 

empowerment, as well as intrinsic motivation (Ragothaman et al., 2022).  

• On the other hand, ING started a revolutionary "agile" culture project that gave 

cross-functional teams more freedom while still following strict rules for risk and 

compliance. This strategy helped ING quickly adjust to developments in the market 

while still following strict ethical rules (Naidoo & Rikhotso, 2021). 

• DBS Bank in Singapore shows good control by using digital dashboards for real-

time feedback, promoting psychological safety through leadership training, and 
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giving awards based on both values and performance. The change in DBS's culture 

is seen as a major reason the company keeps producinglatest ideas and stays strong 

(Ho Sun & Pacquiao, 2023). 

It is important to remember that attributes like engagement and adaptability usually 

boost drive and creativity, but they do not always work in every situation. In 

environments that are regulated or sensitive to risk, having a clear objective and 

consistency is essential for setting clear ethical standards and making sure everyone 

follows them. So, the focus on each cultural trait should depend on the situation. For 

example, being more adaptable and involved may be helpful in fast-paced, customer-

focused jobs, while being consistent and having a clear objective is important in risk 

management and following the rules. 

 

4.1 Practical Implications for Bank Leaders 

This study delineates a range of mechanisms that bank chief executive officers can 

employ to strengthen employee motivation and ethical conduct. To ensure that 

external performance pressures do not undermine ethical standards or intrinsic 

motivation, leaders may implement instruments such as culture dashboards and 

regular employee pulse surveys to systematically monitor and adapt the organisational 

culture. In line with Vroom's(1994) framework, banks can utilise balanced scorecards 

to evaluate not only financial outcomes but also customer service quality, ethical 

behaviour, and collaborative performance (Vroom, 1994).  

Reward redesign templates can be used to align incentive structures with both 

intrinsic and extrinsic motivators, for example, by formally recognising ethical 

behaviour and team achievements alongside the attainment of performance targets. 

The empowerment of frontline employees through autonomy-supportive practices—
such as participatory decision-making workshops and continuous skills 

development—contributes to enhanced creativity and work engagement (Denison, D. 

R., & Spreitzer, 1991; Hartnell, C. A., Kinicki, A. J., Lambert, L. S., Fugate, M., & Doyle 

Corner, 2016).  

Leadership development initiatives should equip managers to balance autonomy 

support with appropriate oversight, thereby facilitating psychological safety through 

open communication channels and structured opportunities for learning from errors 

(Pathiranage et al., 2020). To ensure sound corporate governance, banks must also 

verify that their internal processes comply with regulatory requirements. In this 

regard, the Basel Committee on Banking Supervision underscores the necessity of a 

robust risk culture and accountable leadership (Whittemore & Knafl, 2005).  

The periodic use of validated survey instruments to assess the ethical climate and 

employee well-being can provide early indicators of potential disengagement or 

emerging ethical risks (Denison, D. R., Nieminen, L., & Kotrba, 2014). Digital banks 

may adopt agile methodologies and real-time feedback systems to preserve ethical 
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cultural norms amid rapid growth. In contrast, traditional banks are likely to prioritise 

dismantling organisational silos and aligning cultural transformation with on-going 

digitalisation initiatives (Ramana & Kiran, 2025). By tailoring these interventions to 

the evolving needs of the business, banks can reconcile short-term performance 

objectives with long-term organisational resilience and the maintenance of 

stakeholder trust. 

 

4.2 Future Research Directions 

This review brings together a lot of research about how organizational culture, 

motivation, and performance affect each other in the banking sector. However, there 

are still some critical gaps. Filling in these gaps will improve academic knowledge and 

help managers do their jobs better in an industry that is changing quickly. 

 

1. Longitudinal and Causal Research 

A lot of contemporary research is cross-sectional, which makes it hard to figure out 

what caused what. Subsequent research ought to employ longitudinal or quasi-

experimental methodologies to investigate the temporal dynamics of culture, 

motivation, and performance, especially during pivotal transitions such as digital 

transformation or post-merger integration (Hartnell et al., 2016; Snyder, 2019). 

 

2. Multi-Level and Contextual Analysis 

Research must utilize multi-level models to distinguish between individual, team, 

branch, and organizational effects. Can highly drive individuals overcome a toxic 

branch culture, or does context always prevail? (Hartnell et al., 2016; Schein, 2017) 

 

3. Mixed-Methods Approaches 

Combining quantitative survey data with qualitative interviews and ethnographic 

research could help us learn more about how cultural barriers and motivating 

variables affect everyday banking (Alvesson, M., & Sveningsson, 2015).  

 

4. The Digital Culture Divide 

As digitalization speeds up, it is crucial to look at how the cultures and goals of 

traditional banks and digital/fin-tech teams are different. How can banks get IT 

personnel to be flexible and motivated while keeping the overall risk low? (Gomber et 

al., 2018) 

 

5. Ethical Climate as a Moderator 

The moderating function of ethical atmosphere necessitates more examination. 

Subsequent research ought to investigate the efficacy of values-based consistency in 

mitigating the hazards associated with aggressive, sales-oriented objectives (reviño LK, 

Weaver GR, 2008). 
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6. Leadership and Motivation 

Leadership affects culture and motivation. Additional investigation on the traits of 

autonomy-supportive leadership within compliance-oriented, regulated banking 

environments is essential (Ryan, R. M., & Deci, 2017). 

 

7. Innovative Incentive Structures 

It is imperative to formulate and statistically assess new incentive systems, such 

balanced scorecards, and group-based awards, that foster performance while 

encouraging ethical and customer-centric conduct (Kaplan, R. S., & Norton, 1996) 

 

5 Conclusion 

This study emphasises the considerable impact of organisational culture and employee 

motivation on performance within the global banking sector. Based on twenty four 

years of empirical and theoretical study, we find that cultures that encourage 

engagement and adaptation, which boost intrinsic motivation, are strongly linked to 

long-term success in operations, human capital, and innovation. On the other hand, 

cultures that put mission and consistency first, especially when they are mixed with 

extrinsic, sales-oriented incentives, may see fast financial gains but risk ethical 

infractions, employee disengagement, and damage to their brand. 

Values-based consistency and a shared mission are used by good banking cultures to 

give ethical guidance and encourage empowerment, collaboration, and adaptation. 

Banks can achieve regulatory conformity while encouraging continual innovation by 

using "enabling control," which combines strict compliance with practices that enable 

autonomy and balanced incentive structures. 

Future research ought to examine the tailoring of enabling control within various 

institutional contexts, particularly considering the swift advancement of digital 

change. For bank leaders, investing in culture and motivation goes beyond just an HR 

function; it is a strategic necessity for long-term performance, stakeholder trust, and 

the ability to adapt to changes in the industry. 
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