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Abstract:
Private commercial banking sector in Bangladesboisming in recent times with higher number of ptisdn
customers from the local market due to rapid indaistation. New private commercial banks are apening
in every five year times. But this sector is facithallenges in achieving management efficiency afinghich
leads to experience high level of competition. tdes to achieve sustainable growth in this competitnarket,
and to achieve higher organizational performangegisl emphasis should be given to improve HRM tires
in this sector. The relationships among HRM pragtjclob satisfaction and business performance theame an
integrated issue for business and operational emvient. HRM practices are also considered as major
contributory factor for higher organizational perfmnce through higher job satisfaction. This sthdg been
conducted to explore the influence of HRM practioagob satisfaction and how job satisfaction bsifggher
organizational performance. Since, the HRM prasti@ee mostly responsible for the achievements sinless
strategy and success; particular attention hasgivéhis paper to focus the importance of HRM ficas
Key Words: HRM Practices, Job Satisfaction, Organizationafd®mance, Private Commercial Bank.

1. Introduction:

Human Resource Management (HRM) plays significal& in service sector as the success of busingende
on service delivery given to the customers by tinpleyees (Guest, 2002; Ramu, 2008). HRM is alsitamt
issue in this era of globalization, market deretjoitg global competition and technological advaneatr{Khan,
2010, Hossan, et. al. 2012a, Marchington and Wslkm 2008). Therefore, organization needs to attupt
modern and innovative workplace practices to sastaithis global market with hyper competition ahigh
performance. Human Resource (HR) practices andgtibfaction of employees have many significamietfiés
for organizations in order to manage the challergesing from rivals and other external parties (iz; 2009,
MacDuffie, 1995). HR practices help organizationsathieve higher flexibility, higher product qugliand
higher performance. It also helps to remain costyetitive by inducing workers to work harder anéhgshe
skills and information of their employees more efifely.

The relationship between HRM and business perfocmdras been a hotly debated topic over the lastddec
especially in the United States of America (Marghim and Wilkinson, 2008). But the question is \kieetthe
USA oriented models however are appropriate. Onbts of recent empirical data on the effectivenss
HRM, empirical results suggest that the effect &NHis lower in highly institutionalized sectors thian a less
institutionalized sector like hotels (Paul et.a@02). The study of HRM has been an important arntitar area
in management and organizational performance famhdeveral years especially in the banking ingistuda,
et.al.,, 2007; Ramu, 2008). Influence of HRM praggi®on organizational performance has been an ianort
area of research in recent times that indicatirgjtive relationship among HRM practices, Job satisbn and
Organizational Performance.

A number of researchers have reported that HR ipesctre positively linked with organizational asmdployee
performance (e.g. Guest, 2002; Harley, 2002; Gvilliams, 2003; Wright et al., 2003; Tessema anétsis,
2006). The focus and thrust of these studies haen bowards developed countries. Little researchideen
done to test the HR-performance link in developgingntries like Bangladesh. The main objective of gtudy
is to identify the existing HRM practices and thesided HRM practices by the employees in privataroercial
bank in order to determine employee job satisfactiod overall organizational performance. Afterlgsia and
discussion, some recommendations are also provatebetter management efficiency of private comnagrc
banks.

2. Literature Review:

HRM becomes the most important issue for the omgditins around the world and the relationship betwe
organizational performance and HRM are interrel§t¥dght,et.al.,2003; Marchington and Wilkinson,3)0A
research was conducted in Greece to measure trecirop HRM on organizational performance. Researche
found out that organizational performance is ndy oelated with the variables of HRM but also sootker
factors that has not been yet identified clearly #rat is why they consider it as “Black Box” (Am&®09). To
find out this relationship more specifically sonesearchers develop theoretical framework which dated the
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field of “Contingent Framework”. The contingent flaus include business strategies, resources (hucagital
and social) the organization have and AMO theorpilfy, Motivation and Opportunity). The operatidna
model in this study advocates that HRM policieeclily influence HRM outcomes such as collectivdiski
attitudes, and behaviors, and thus, indirectly ugto HRM outcomes improve organizational performance
(Katou, 2008). Furthermore, it argues that HRM gieb are significantly, positively and directly atdd to
organizational performance. In addition, it assurieg HRM policies are influenced by business etis.
Thus, the findings of this study support that tletationship between HRM policies and organizational
performance is partially mediated through HRM outes and HRM policies are moderated by business
strategies (Amah, 2009; Katou, 2008).

Job satisfaction is also related with organizatigreaformance. Job satisfaction is defined as eyg@e overall
affective state of mind resulting from an approefhll aspects of his job (Khan, 2010, Hossan|.e2812b;
Marchington and Wilkinson, 2008; Shabnam and Sak@t2). An employee’s level of satisfaction towaisd

job varies with specific aspect of the job. Thespahd on the nature of the work, pay, promotiorwodkers
and organizational context (Shabnam and Sarke)20lany studies have demonstrated that job satiefais
one of the key factors of individual and organiaaél performance (Wright,et.al.,2003). In HR stggte
individuals should have higher level of communicatiwith co-workers, employees and outsiders of the
organization and they should have greater involvenw decision making process. It can be said that
individuals give high value to these new opportesit As a result their overall job satisfaction htigncrease
when an employee participates in decision makiegedn trust his supervisors, perceive his job afleiging
and intrinsically rewarding (Akhter,et.al., 2009{i®Biiz, 2009; Marchington and Wilkinson, 2008, Sarkeal,
2012).Trust and intrinsic rewards are in turn pesiy related to high organizational commitment gusbitive
attitude toward the job. The proposed practice&infbiiz (2009), which were participation, empowerimgrb
rotation, self-directed work teams, and contingemmhpensation, were positively correlated with emp#s job
satisfaction. Hierarchical regression analysis aés/éhat except contingent compensation, the b#ropractices
(participation, empowerment, job rotation, and skiected work teams) account for unique variariceb
satisfaction (Girbiiz, 2009; Khan, et.al., 2011; dhargton and Wilkinson, 2008).

There is significant relation of employee produtyiwith HR practices including selection, employenefits,
compensation, training and staffing practices (Bhjkk010). A study was conducted among 184 empsogée
three commercial banks of India, one private secoe foreign sector and one public bank (Ramu8200he
use of strategy-based HR policies and practicaskereate a more competent and committed workfevhich

in turn provides a source of sustainable competiisvantage. Overall, the results indicate thatpidities and
practices help to sustain the level of competehatis created by banks. This implies that bankreztrsimply
improve the quality of its human resource by speganoney only on training or on recruiting emplaya¢ the
last time when industry conditions shift or markietmand changes (Khan,et.al.,2011; Ramu, 2008; 8hikh
2010). The managers must focus on building a firkitsnan Resources for a long-term commitment (Shikha
2010)

On the basis of recent empirical data on the affecess of HRM, empirical results suggest thatefiect of
HRM is lower in highly institutionalized sectors atih in a less institutionalized sector like hotels
(Paul,et.al.,2002). Firstly, the result shows #iagle dimension of control versus commitment @litg consists

of two dimensions. Apparently work systems aimesti@gngthening commitment and empowerment, nedtkeat
same time to be embedded in control systems. Sigahdre is evidence for significant effects ohtolled

HR systems on two out of three HR outcomes in shigly and at last evidence for significant effeats
institutionalization in this context. The effectsamntrolled HR systems on absence due to illnessaverage
duration of absence due to illness are weaker imgh institutionalized context like hospitals anacal
government then in less institutionalized contés hotels (Paul, et.al., 2002).

After discussing the employee development systestudy conducted among the list of 395 foreign firms
conducting business in Russia shows that therepissiive relationship that exists between the msta firm
develops both its managerial and non-manageriall®mps and firm performance (Carl,et.al., 2000).il&vh
talking about payment factor, it has been said ¢habsitive relationship exists between both manalgand
non-managerial HRM practices affecting the desigmwork and a corresponding reward system and firm’s
performance. Employee feedback system discussisuitsethe hypothesis that a positive relationshijste
between managerial as well as non-managerial HRattiges facilitating feedback and firm performance.
Finally, it has been identified that the more effeandertaken to align HRM practices with firm &gy, the
better the firm performance (Carl,et.al.,2000). rEhis a activist relationship between both managtraed
employee development, and firm performance, a dedeaed and team based organization with corredimon
pay systems was positively related with firm perfance only for non-managerial employees; the oppegs
found for the relationship between feedback anioh firerformance. This study suggests that, in thesi&os
context, firms should focus on different bundles WRM practices for managerial and non-managerial
employees (Carl,et.al.,2000).
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HRM emphasizes on three important factors namgdgsiision, job training and turnover (Hamida, ef24111).
Job satisfaction is defined as a combination of ndog and affective reactions (Marchington and
Wilkinson,2008; Wright,et.al.,2003). This is thengoarison between what an employee wants and what he
actually receives. HRM practices are the mediattwben HRM strategy and outcomes. Three practi€es o
HRM such as supervision, job training, and pay fitachave a negative impact on employee turnover an
reduction of recruitment cost (Amah, 2009; Mudod dimoksoon, Griffeth, et. al, 2000). Supervisioname the
managerial activity that have managerial role igamization activity. Supervisors are known as manag an
organization. Supervision has a correlation betwebrsatisfactions (Wright,et.al.,2003). Supervsquide the
new employees, if the supervisor can guide the eyegls in proper way, they remain satisfied but poor
supervision lead to the dissatisfaction of the eygé, which results high turnover (Guest, 2002; dfisrgton
and Wilkinson, 2008). On the other hand, wage targds negatively related to the turnover and wéorent
cost. If the employees have higher wage, the filnukl have lower levels of voluntary turnover. Job
satisfaction also reduces employee’s turnover.diffe supervision, training, makes the employe&sfad with
their job.

3. Research Methodology:

3.1. Justification of the study: There are number of HR practices that could btedes connection with
employee performance. Teseema and Soeters (2006 )shadied eight HR practices and their relatiomstith
perceived employee performance. These eight pesctiwclude recruitment and selection practices;gutent
practices, training practices, compensation prasfi@mployee performance evaluation practices, g@iom
practices, grievance procedure and pension or|seetarity. Huselid (1995) used eleven HRM pracioehis
study which are personnel selection, performangeraggal, incentive compensation, job design, grieea
procedures, information sharing, attitude assessmahor management participation, recruitment réffo
employee training and promotion criteria. This gteckamines the relationship between three HR pregt.e.
salary, benefits, decision making power of emplsydeadership and training. As Bangladesh is aldpirgy
country with very low per capita income, above fpractices which have a relatively direct impactfioancial
earnings and social status of an individual may domsidered the major determinants of employee’s
performance. This is the reason HR practices haen bselected for this study to relate these with jo
satisfaction as well as organizational performance.

3.2 Hypothesis:Based on the justification mentioned above, thie¥ahg hypothesis are developed and tested
to meet up the research objectives.

Hi: There is a positive/significant relationship bedweffective Salary and employee satisfaction

Hi. There is a positive/significant relationship betweeffective Salary and productivity of the firm

H,: There is a positive/significant relationship betweffective Benefits and employee satisfaction

H,.: There is a positive/significant relationship betweffective Benefits and productivity of the firm

Hs There is a positive/significant relationship betweeffective Decision making power of employees and
employee satisfaction

Hs, There is a positive/significant relationship betweeffective Decision making power of employees and
productivity of the firm

H4 There is a positive/significant relationship betweeffective Leadership characteristics of the bmsd
employee satisfaction

H4a There is a positive/significant relationship betweeffective Leadership characteristics of the bosd
productivity of the firm

Hs: There is a positive/significant relationship betweeffective Training facility of the firm and eropke
satisfaction

Hs. There is a positive/significant relationship betwd& raining facility of the firm and productivityf the firm
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3.3 Theoretical Model of the Study: Regression Maal:

Dependent
Independent
Salary
Joh
Benefits Satisfaction
HR : Decigion Making Power
Practice
Leadership Firm
Productivity
Training

Y=8 o+ B 12X+ B 25 X4 B 3¢ X+ B 4% X+ F 57X,
Y28 o+ B 15X+ B 22 X+ B 3% Xo+ B 4 X+ B 5% X,

Here, Constanta‘g
Independent Variables:
X.=Salary

X,= Benefits

X3= Decision making power
X4=Leadership

Xg= Training

Dependent Variable:

Y= Employee Satisfaction

Y &= Firms Productivity3.4 Questionnaire Design:

This study has replicated the researches of Teseetnal., (2006) and Shahzad, et. al., (2008); &msl
questionnaire is also used from them for measurirgact of various HR practices on employee perforcea
The reason for selecting this questionnaire is ithlhhs been used to study the impact of samehlagas in
present study and well tested on reliability anticity scales. Questionnaire that was administa@asisted of
three HR practices which are salary (3 items), Beng’ items) Decision making power of employeéstéms),
Leadership quality of the boss (6 items) and Trajrfacility of the organization (6 items). The respes of the
participants have been required and data are loeilhected through five point Lickert scales (stagtifrom 5 =
strongly agree to 1 = strongly disagree).

3.5 Respondents, research time scale and analysshtiniques:

The participants in this study included full timarik executives from 27 different private commerbiahks all
over Bangladesh. Data has been collected betwemrerhber, 2013 and April, 2014. A total of 354
guestionnaires were distributed however, 246 wereived back. Data were then analyzed by using SPSS
software. Regression analysis is also done to ptlevénypothesis. This research paper is the egterd the
studies done by the author in 2011 (Sarker, 204d)im 2012 (Saadat and Sarker, 2012).

4. Findings and Discussion:

The value of R Square as shown in table 1 indictites 58 percent of the variance in perceived epgas'
satisfaction can be described by salary, benefisision making, leadership and training. Againihkie of R
Square as shown in table 1 indicates that 44 pemfethe variance in perceived firm’'s productivitgn be
described by salary, benefits, decision makingjéeship and training.
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Table 1: Summary output

Dependant Variable=Satisfaction

Dependant VariableRroductivity

) Std. Error )
Adjusted R Adjusted R Std. Error of the
R R Square) of the R R Square )
Square ) Square Estimate
Estimate
.792(a) 0.627 0.58 0.23433 .662(a) 0.439 0.369 0.32661
Table 2: Regression analysis
Dependent Variable=Satisfaction Dependent VariableRroductivity
Unstandardized Standardized Unstandardized Standardized
Coefficients Coefficients Coefficients Coefficients
Std. ] Std. )
B Beta T Sig. B Beta t Sig.
Error Error

(Constant) 2.021 0.327 6.179 .000 2.681 | 0.456 5.879 .000

Salary 0.18 0.114 0.259 1.574 0.123 0.381 | 0.159 | 0.483 2.394 0.021

Benefits -0.207 0.113 -0.313 -1.828| 0.075 Q§-0.126| 0.158 | -0.167 -0.796 0.431
Decision

) 0.09 0.112 0.126 0.808 0.424 0.446 | 0.156 | 0.547 2.86 0.007
making

Leadership -0.447 0.1 -0.738 -4.478 .000 -0.332] 0.139 | -0.482 -2.385 0.022

Training 0.855 0.184 1.147 4.646 .000 -0.015] 0.256 | -0.018 -0.06 0.952

At the table 2, where both the regression resulwshin the same table gives us the clear pictur¢hef
satisfaction level and the productivity level oetemployees of the private commercial banks of Bealggh
regarding HRM practice. As it has been said eathat Bangladesh is a country with low per capitzome,
salary plays a great role here to determine thdmrap satisfaction and firm’s productivity. Heretlag¢ table 2,
it is clear that employees are dissatisfied regardialary, and also salary fails to keep its effectthe
productivity level of the employees. Here the betdue shows that salary has just able to influetihee
employees by 25.9% and it has impact on produgtiwt 48.3%. So, the productivity levels greatlyliehced
by salary but then again employees are workingeérblank with great dissatisfaction.
Then it is shown that the effect of benefits in thble 2. It is a matter of great concern that entribenefit

package has a negative effect on both employesfaztion and firms productivity. As mentioned earlthat

salary is the main indicator of satisfaction in oy like Bangladesh, so when employees are greibatisfied

with the salary, they must not be happy with thedfi¢ packages they get. When the employees congpari
benefit and salary together as a package that bnmdptal dissatisfaction among themselves, tbatadly been

proved from the two negative beta values (-0.318167 ) in case of satisfaction and firms produittiv

respectively.
Leadership quality of the boss is also a mattegreht dissatisfaction for the employees that carclbarly
understand from table 2. Though it has a positifeceon the employee satisfaction and productiletyel but
the level is quiet low, and here also employeesnatte high productivity level with very low satisfdon level
that has been shown by the two beta values (0L387) for satisfaction and firms productivity respvely.

161




Journal of Economics and Sustainable Development www.iiste.org

ISSN 2222-1700 (Paper) ISSN 2222-2855 (Online) g
Vol.5, No.10, 2014 ||SIE
Table 3: Correlations among the variables
Salary Benefits| Decision making  Leadershjp Tragni
Satisfaction .611(*) AT4(%) .505(*) 0.24 .637¢¥
Productivity A435(*) .328(%) .508(**) -0.02 0.24
Here

* Correlation is significant at the 0.05 level

** Correlation is significant at the 0.01 level
Table 3 shows the correlation between the two ddgr@nvariables and the independent variables which
indicates that HR Practices are strongly correlatéith employee’s satisfaction and firm’s produdiyvin
Bangladeshi private commercial banks. (0.611(*B5(**), **.p<.01) which is also supported by Tegse &
Soeters (2006) who found value (0.38(**), **.p<.0Bangladesh is a developing country with very lper
capita income and majority of employees includihg bankers place salary at top. These resultsateihat
banker’s performance in the Bangladeshi privateroensial banks is greatly affected by the givenryala
Similarly the benefits are also significantly cdated with employees satisfaction level and firmsductivity of
the private commercial banks, (0.47(**), 0.32(*},9<.01,*.p<.05).
The relationship between leadership quality of shperior and employee satisfaction and firm’s pobitity
performance is quite weak (0.24, -0.02). The redsothis different finding is that in most of tigangladeshi
private commercial banks employees do not consideportant, as it is not linked with salary anenefits.

5. Conclusion:

This research study has several implications fondBadeshi private commercial banks. Firstly, emp&sg
dissatisfaction regarding salary and benefits nogsttaken into consideration. It is quit impossibekeep
workers satisfied without salary and benefit paekaga country like Bangladesh where per capitarme is
comparatively low. Another implication of the study that business strategies and HRM policies are n
mutually independent. Organizations should devél®M policies with respect to the business stratfiey
follow. Organizational performance depends heasityHRM outcomes such as skills, attitudes and kehav
Thus, the emphasis on the development of HRM pieind business strategies should be directedpiriimg
these HRM outcomes. Participation, involvement, gensation, incentives, communication, promotion,
training and development, performance appraisatkwi@sign, and selection may constitute in a defiogn
order for the important aspects of the HRM strategy

Itis clear from the findings part that the HRM gtiees plays a vital role on job satisfaction, fsrmproductivity
and on the effective use of skill and knowledgehef workers. Employees are the key success fatteervice
sector like bank where remaining competitive degead employee’s work performance (Khan,et.al.,2011;
Lawler and Siengthai, 1997; Moyeen and Hug, 20@by. higher performance, worker’s job satisfactien i
importance which can be ensured through effectiRd/IHpractices.

In the competitive environment, employees of angiless organizations are the key factor for degidire
success of the firm. When firm do not concentrateemployees’ performance due to cost reductiorsettiom
must suffer from financial problem. In Bangladebhnks used to neglect focusing on the need of HRiVaf
long period of time, but now HRM practices are majoncern for the employees. As Customer Relatipnsh
Management (CRM) is getting important in privatancoercial bank, it is crucial for the employees ® b
committed towards the service delivery where jofistsction is equally important. This is clearlygrgated in
banks that employee should have good long ternioakhip with the customers. For this CRM, bank keap
the employees satisfied with adequate HR practices.

At the very last, it is acknowledged that this s¥sb has some limitation due to time availability the
participants. It was not possible to incorporateuge survey and take a big sample size, as sortteedfank
executives were reluctant to disclose their HRMqyohnd provide responses because of the confalgptand
busy work hours. Therefore, more intense researofquired in this emerging sector.
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