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ABSTRACT

Although employee engagement has got a great attention among the industry practitioners
in recent times, it requires more considerations particularly in the academic literature. Due
to the inconclusive results of previous studies on the antecedent factors of employee
engagement, this study empirically investigate the relationship between HRM practices
and employee engagement among the banking employees. This study also determines
whether organizational commitment can act as a mediator on HRM practices-employee
engagement linkage and work-related support (i.e. supervisor, co-worker and
organizational) can moderate the relationship between organizational commitment and
employee engagement. The research framework of this study is developed under the
norms of social exchange theory (SET). Self-administered questionnaires are distributed
to the banking employees who are working in Dhaka city in Bangladesh. A total of 383
banking employees are involved in this survey study confirming a response rate of 72%.
This study utilizes the partial least squares structural equation modeling (PLS-SEM) to
analyze and establish the reliability and validity of measurement model and to investigate
the relationships of structural model. The findings of this study show that all the HRM
practices namely career advancement, employee participation, job security, performance
feedback, rewards & recognition, training & development are significantly and positively
related to employee engagement. Furthermore, this study also found that organizational
commitment partially mediates the relationship between HRM practices and employee
engagement. In addition, results of this study show that work-related support namely
supervisor support and organizational support can moderate the relationship between
organizational commitment and employee engagement while co-worker cannot act as a
moderator. This study further discusses the theoretical contribution and managerial
implications for academics and professionals. The limitations of this study are also
discussed and addressed with some valuable recommendations for further research
directions.

Keywords: employee engagement, HRM practices, organizational commitment, work-
related support, social exchange theory



ABSTRAK

Walaupun keterikatan pekerja telah mendapat perhatian yang banyak dalam kalangan
pengamalan industri masa kini, hal ini memerlukan lebih banyak pertimbangan terutama
dalam kesusateraan akademik. Disebabkan dapatan kajian lepas tentang faktor penyebab
keterikatan pekerja yang belum muktamad, kajian ini menyiasat secara empirik hubungan
antara amalan pengurusan sumber manusia dan keterikatan pekerja dalam kalangan
pekerja bank. Kajian ini juga menentukan sama ada komitmen organisasi boleh bertindak
sebagai pengantara dalam hubungan antara amalan pengurusan sumber manusia dan
keterikatan pekerja; dan sokongan berkaitan kerja (penyelia, rakan sekerja dan organisasi)
boleh menyerdehana hubungan antara komitmen organisasi dan keterikatan organisasi.
Kerangka kerja kajian ini dibentuk berdasarkan teori pertukaran sosial (SET). Soalselidik
dilaksana sendiri diedarkan kepada pekerja bank yang bekerja di Bandar Dhaka,
Bangladesh. Sejumlah 383 pekerja bank terlibat dalam kajian ini, mengesahkan kadar
respons 72%. Kajian ini menggunakan kaedah partial least squares structural equation
modeling (PLS-SEM) untuk menganalisis dan menentukan kebolehpercayaan dan
kesahan model pengukur dan menyiasat hubungan model struktur. Dapatan kajian
menunjukkan bahawa semua amalan pengurusan sumber manusia, iaitu kemajuan kerjaya,
penglibatan pekerja, jaminan pekerjaan, maklumbalas prestasi, ganjaran & pengiktirafan,
latihan & pembangunan, mempunyai hubungan yang signifikan dan positif dengan
keterikatan pekerja. Selain itu, kajian ini juga mendapati bahawa komitmen organisasi
separa mengantara hubungan antara amalan sumber manusia dan keterikatan pekerja.
Tambahan lagi, hasil dapatan kajian menunjukkan sokongan berkaitan kerja, iaitu
sokongan penyelia dan organisasi boleh menyerdehana hubungan antara komitmen
organisasi dan keterikatan pekerja, manakala sokongan rakan sekerja tidak bertidak
sebagai penyederhana. Seterusnya kajian ini membincangkan sumbangan teori dan
implikasi praktikal untuk akademik dan professional. Kekangan kajian juga dibincangkan
dan ditangani dengan beberapa cadangan yang berharga berkaitan halatuju penyelidikan
seterusnya.

Kata kunci: keterikatan pekerja, amalan pengurusan sumber manusia, komitmen
organisasi, sokongan berkaitan kerja, teori pertukaran sosial
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CHAPTER ONE

INTRODUCTION

The purpose of this chapter is to present the background of the study, research problem
and research questions, objective and scope of the study, significant of the study, and
definition of key terms related to this research. The chapter concludes with describing the

organization of the thesis.

1.1  Background of the Study

As employees with higher engagement at works can contribute more in organizational
success and competitiveness (Al Mehrzi & Singh, 2016; Gruman & Saks, 2011),
organizations need to emphasize on higher level of employees’ engagement (Ugaddan &
Park, 2017; Tummers et al., 2016; Meng & Wu, 2015). In addition, an ample of prior
studies observed the positive effect of employee engagement on organizational
performance (Hansen, Byrne & Kiersch, 2014; Agarwal, 2014; Mohamed & Yeo, 2014;
Menguc, Auh, Fisher & Haddad, 2013; Li, Sanders & Frenkel, 2012; Dalal, Baysinger,
Brummel & LeBreton, 2012; Chughtai & Buckley, 2011; Rich, LePine, & Crawford,
2010; Saks, 2006), financial results (Demerouti & Cropanzano, 2010; Xanthopoulou et
al., 2009), return on assets and profitability (Macey et al., 2009), employees’ job
performance (Mackay, Allen & Landis, 2016; Bakker & Bal, 2010) and customer

satisfaction (Salanova et al., 2005). This is imperative, thus, for organizations to focus on



the development of employee engagement for sustainable performances in the present

highly competitive business environment (Rai et al., 2017; Macey et al., 2009).

Nevertheless, according to the Gallup's survey (2017) on 155 countries, average 15%
employees are engaged at work, which, on the other hand, indicates that majority of the
employees are disengaged around the world. Furthermore, 85% of global employees are
not engaged at work which suggest that majority of the employees are in job with lack of

motivation and are not putting their discretionary effort in organizational outcomes.

The region wise results in Figure 1.1 of the survey show a wide variation of the level of
engagement among different country in South Asian region. Though there is no data
directly related to the current study context like Bangladesh, but results show the level of
engaged employees in the neighboring country like India and Pakistan. On average
employees in South Asian countries like India and Pakistan have 12% and 5% engaged
workers respectively. As disengaged employees are psychologically absent at works
(Sonnentag, 2012), their disengagement may negatively affect their productivity. For
example, disengagement of employees in USA leads loss of productivity which costs
USD300 billion per year (Gallup survey, 2013). Therefore, employee engagement can be

a critical issue in the context of an emerging South Asian country namely Bangladesh.
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Figure 1.1
Employee engagement in Asia (in percent)

On contrary, engaged employees are energetically and effectively connected to their work
(Schaufeli & Salanova, 2007), which, in turn, positively affect organizational performance
metrics such as customer satisfaction, loyalty, profitability and productivity (Harter et al.,
2002). In addition, Holly and Clifton, (2009) commented on the results of Gallup's survey
as even in the context of low level engagement, employee engagement leads to increased
customer satisfaction, which leads to revenues and, eventually, more job opportunities for
others. On the backdrop of crucial role of employee engagement along with the low level
of engagement in organizations around the world, the critical issue can be identified as

how to increase the level of employee engagement for better organizational performance.



1.2  Banking Industry in Bangladesh

Bangladesh is an over populated country where 45 percent of population are under the
poverty line. Moreover, with the high unemployment rate (9.3%), the country is suffering
from immense social, political, economic and environmental problems, which should be
addressed properly for its overall development. However, the economic development is
one of the major agendum that may improve the overall situation of the country (Rahman,
Pervin, Jahan, Nasrullah & Begum, 2011). According to Rai et al. (2017), economic
development is the raising of the productive capacity through the policies that will
enhance the productivity of land, labor and capital, increase the living of standard and
decrease or alleviate the poverty of the people of the country. For the developing
economies, desired level of economic development is needed for various reasons. For
instance, increasing population, limited resources, high rate of unemployment, low-level
of living of standard and so on. In fact, a much-desired economic development can be
attained by formulating capital through a healthy financial system. Bank plays a pivotal
role for a well-organized financial system. According to Masum, Azad and Beh (2015),
banks have the vital influences for the economic growth of Bangladesh. After achieving
the independence in 1971, Bangladesh, as part of the adaption of socialistic economic
framework, nationalized all private banks and form four state-owned banks. However, in
the late 1980s, Bangladesh gradually started to reform its economy in line with capitalistic
system, allowed to establish private banks. At present, there are about fifty local banks in
Bangladesh, and most of them are private commercial banks and specialized banks except

for four are nationalized commercial banks (Bangladesh Bank).



The banking industry in Bangladesh is not the same as seen in the other developed
countries. This is one of the major service sector in Bangladesh, which contributes
significantly to the national economy (Masum et. al., 2015). Moreover, bank is an
organization that is wholly designated with the pure service and has some exceptional
characteristics, which make it different from physical products (Zeithaml & Bitner 1996).
As the banking sector is more about service oriented, the performance of banks depends
not only on the available of physical resources but also on the quality and competence of
their employees (Masum et al., 2015; Lee & Ok, 2013, 2014). According to Vargo and
Lusch, (2004), under the Service-Dominant Logic, it has been documented that employees
are the fundamental building blocks for the service organizations. The performance of the
two banks may vary because of the utilization of the value of employees (Nguyen, Islam,
& Ali, 2011; Quresh, Akbar, Khan, Sheikh, & Hijazi, 2010). In fact, for the service
organizations, employees are the most significant variable for their success (Suan &
Nasurdin, 2014; Musgrove et al., 2014; Slatten & Mehmetoglu, 2011; Chebat et al., 2003;
Hartline et al., 2000). In fact, in the banking industry, banks will be able to make profitable
banking operations and provision of better services from their employees by ensuring an
effective set of human resource management (HRM) practices (Presbitero, 2017; Vemic’-
Burkovic’, Jotic’, & Maric’, 2013; Haines & St-Onge, 2012). Consequently, the
employees will engage to the organization only when they feel comfortable at their work
place (Shuck et al., 2014). However, despite the recognition of importance of HRM
practices to foster employees’ engagement towards their jobs, very little research has been
conducted to establish the strong linkage of HRM practices and employee engagement in

banking sector (Chen, 2017; Menguc et al., 2013; Ashill & Rod, 2011).



Bangladesh is a South Asian emerging economy has got attention of the global economy
for its consistent growth for last two decades and banking sector is projected to contribute
in this growth. Though Bangladesh adapted socialistic economic approach after its
independence in 1971, it gradually transforms its economic policy in line with market-
based economy. The banking industry in Bangladesh is one of the major service sector in
Bangladesh that contributes significantly to the national economy (Masum et. al., 2015).
As a bank-based economy, Bangladesh significantly depends on financial institutions to
meet the increasing capital need for its expanding business and economic activities. As
the banking sector is more about service oriented, the performance of banks depends not
only on the available of physical resources but also on the quality and competence of their
employees (Masum et al., 2015; Lee & Ok, 2014). Therefore, overall economic
performance of Bangladesh importantly depends on efficient performance of banks to
formulate and supply adequate capital to businesses. In addition, as banking sector is the
highly human resource based industry, banks rely on the outcomes of its employees for
their ultimate performance. Thus, it is an important issue to investigate employee

engagement of the banks in Bangladesh.

1.3 Problem Statement

Though employee engagement, in the last decade, has got nascent attention in the
literature of HRM field, little is known about the effect of organizational practices (e.g.,

HRM practices) on employee engagement (Chen, 2017; Karatepe & Demir, 2014;



Wollard & Shuck, 2011; Lee Whittington & Galpin, 2010). Moreover, previous research
provides inconclusive results which are deficient in understanding about the role of
various organizational practices to enhance employee engagement (Suan & Nasurdin,
2014; Reissner & Pagan, 2013). Inconclusive results of prior empirical studies (e.g., Suan
& Nasurtin, 2014; Shuck et al., 2014; Karatepe,2013; Saks 2006) and thought provoking
debates of extant conceptual papers (e.g., Brown et. al., 2013; Welch, 2011; Lee
Whittington & Galpin, 2010; Bakker & Demerouti, 2008) warrant the further study about
the factors affecting employee engagement. In the context of service organizations, more
specifically, employee engagement is more critical because of the crucial role of
organizational practices (i.e. HRM practices) (Yeh, 2013; Ashill & Rod, 2011). Therefore,
a suitable question can be asked as what are the factors affect the level of employee
engagement. Therefore, this study attempts to develop a theoretical model, under the
Social Exchange Theory (SET), explaining the role of HRM practices, Organizational

Commitment (OC) and Work-Related Support (WRS) on employee engagement.

According to Kahn (1990), when employees get clear benefits (i.e., psychological
meaningfulness), protective guarantees (i.e. psychological safety), and resources to honor
(i.e., psychological availability) from their organizations, they tend to engage more at
work .Since HRM practices are considered critically to lead these psychological
conditions (Guzzo & Noonan, 1994, Rousseau & Greller, 1994), an organization can
enhance the extent of employee engagement by adoption appropriate HRM practices.
Moreover, organizational factors are more critical to influence an individual's attitude

(Huang, Ma & Meng, 2017; Salanova et al., 2005; Schneider et al., 1998). Scholars have
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argued that organizational factors i.e. HRM practices play a key role to promote positive
attitudes among employees (Huang et al., 2017; Othman & Nasurdin, 2013; Ashill & Rod,
2011; Zavyalova et al., 2011; Kusluvan et al., 2010), positively affect employee behavior
and level of motivation that all are characterized by employee engagement (Huang et al.,
2017; Karatepe, 2013; Christian et al., 2011; Salanova et al., 2005; Delery & Shaw, 2001).
A possible link, therefore, can be expected between HRM practices and employee
engagement. However, most of the previous studies considered job-related factors such as
autonomy (Taipale, Selander, Anttila & Natti, 2011; Slattery et al., 2010), social support
(Othman & Nasurdin, 2013; Taipale, Selander, Anttila & Natti, 2011), supervisory support
(Othman & Nasurdin, 2013; Karatepe & Olugbade, 2009), job control (Biggs, Brough &
Barbour, 2014) and personal related factors such as self-efficacy (Lee & Ok, 2015;
Chaudhary, Rangnekar & Barua, 2012), optimism (Innanen, Tolvanen & Salmela-Aro,
2014; Barkhuizen, Rothmann & Vijver, 2014), organizational-based self-esteem (Mauno
et al., 2007) as the predictors of employee engagement. In addition, most of the prior
research (e.g., Chen, 2017; Huang et al., 2017; Karatepe, 2013; Menguc et al., 2013;
Azoury et al., 2013) considered HRM practices as a bundle of individual practices that are
likely to use as a combined measure. Chen (2017), for instance, used training, promotion,
security, appraisal and empowerment as an aggregate measure of HRM practices to
examine as the predictor of employee engagement. Moreover, there is a scant research has
been conducted to identify the individual impact of HRM practices on engagement (Saks,
2006; Suan & Nasurdin, 2014). Moreover, prior studies (Huang et al., 2017) considered
AMO dimension of HRM practices by ignoring the dimension of soft HRM practices
(Marescaux et al., 2012). Marescaux et al., (2012) noted that soft HRM practices

emphasize on the development and empowerment of the employees to make a skilled
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workforce who can ultimately help to enhance organizational performance. As such, soft
HRM approach comprises the practices that help to create participative and proactive labor
force (Stone et al., 2009) and accordingly, Marescaux et al., (2012) mentioned HRM
practices that are considered as “soft” such as employee participation, career development,
training, developmental feedback. Furthermore, Kusluvan et al. (2010) recommended that
there is no single policy that establishes HRM practices for the service industry which
suggested that HRM practices should be tailored for empirically testing in the context of
different service organizations. In addition, scholars also pointed out that limited studies
have conducted to examine the predictors of employee engagement in the context of
service industry (Presbitero, 2017; Lee & Ok, 2015; Suan & Nasurdin, 2013; Slatten &
Mehmetoglu, 2011; Karatepe, 2011; Kim et al., 2009). These despondencies of literature
imply the limited implications of extant evidence on HRM-engagement linkage which,
indeed, merits the further research on the relationship (Arrowsmith & Parker, 2013). The
current study, thus, attempts to fill up these research gaps by conceptualizing the
individual role of different soft HRM practices (Performance Feedback, Job Security,
Career Advancement, Training & Development, Rewards & Recognition and Employee

Participation) on employee engagement.

Though a number of substantial research focuses on the relationship between HRM
practices and employee outcomes (Den Hartog et al., 2013; Boxall et al., 2011), the
mechanisms and processes by which the relationship works has not been adequately
addressed in the literature (Chen, 2017; Karatepe, 2013; Wright et al., 2003), which is

termed as “black box” problem. Prior studies (e.g., Huang et al., 2017; Boon & Kalshoven,
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2014; Menguc et al., 2013; Anitha, 2013; Alfes, Shantz, Truss & Soane, 2013; Wright et
al., 2003), in consistent with the “black box” problem, found that the relationship between
HRM practices and employee outcomes is not straightforward, and the relationship is
supposed to be mediated by some mechanisms. In addition, some researchers (Van De
Voorde & Beijer, 2015; Biswas, Varma & Ramaswami, 2013; Bal, Kooijand Jong, 2013;
Volpone, Avery & McKay, 2012) identified the HRM practices-employee performance
relationship as a conditional relationship which depends on some other organizational-
specific and/or employee-specific factors. In order to deepen understanding of the
mechanisms inside the “black box” of the HRM-employee outcome relationship, this
study theorizes the mediating role of Organizational Commitment (OC) in the relationship
of HRM practices and employee engagement. Previous studies (e.g., Nasomboon, 2014;
Lamba & Choudhary, 2013; Bal et al., 2013; Ram & Prabhakar, 2011; Zaitouni, et al.,
2011), observed significant positive impact of HRM practices on OC, while some other
studies (e.g., Yalabik et al, 2013; Shuck et al., 2011; Hakanen et al., 2006; Saks, 2006)
found the positive association between OC and employee engagement. Although a set of
prior studies (e.g., Sharma & Sharma, 2010; Mohapatra & Sharma, 2010; Papalexandris
& Galanaki, 2009) concerned to treat employee engagement as a distinct concept than OC,
Schaufeli and Bakker (2010) noted that academic scholars define employee engagement
as a unique construct. According to Saks (2006), as employee engagement consists of
cognitive, emotional, and behavioral components related with individual role
performance, it is notably distinguishable from OC. In addition, the 'discriminant validity'
between these two constructs in prior research (Christian et al., 2011; Hallberg &
Schaufeli, 2006) suggests employee entanglement as a distinct construct. However, the

causal order between OC and engagement is not clear rather inconclusive (Hakanen &
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Roodt, 2010). Though some previous studies (Nazir & Islam, 2017; Ghosh et al., 2016;
Albrecht, 2012; Albrecht & Andreetta, 2011) considered employee engagement as the
predictor of OC, other studies (Katou, 2017; van Gelderen & Bik, 2016; Yalabik, 2013,
Shuck et al., 2011, Barnes & Collier, 2013) considered OC as the antecedent of employee
engagement. Further, Scholars (Yalabik, 2013; Ibrahim & Falasi, 2014) pointed out two
important reasons to consider the OC as an antecedent of employee engagement rather
than outcome. First, as OC is treated as an antecedent of various forms of psychological
or behavioral outcomes of employees (Zopiatis, Constanti & Theocharous, 2014; Kara,
Uysal, Sirgyand Lee, 2013; Macey & Schneider, 2008), it might be the predictor of the
employee engagement which, in fact, is one of psychological outcomes (Jose &
Mampilly, 2014; Woods & Sofat, 2013; Leroy, Anseel, Dimitrova & Sels, 2013; Soane,
Shantz, Alfes, Truss, Rees & Gatenby, 2013; Robertson, Brich & Cooper, 2012; Kahn,
1990). Second, since OC involves the emotional attachment of employees to an
organization, it provides them the confidence to ask for necessary resources and exert
energy towards their jobs, which in turn improves the level of employee well-being
(Panaccio & Vandenberghe, 2009). In this vein, to address the above debates between OC
and employee engagement, this study considers OC as an antecedent of employee
engagement, and conceptualizes the mediating role of OC in the relationship between

HRM practices and employee engagement.

Though recent academic researchers (e.g., Karatepe & Demir, 2014; Karatepe, 2013;
Karatepe et al., 2010; Karatepe & Olugbade, 2009) have focused on predictors and

mediators of employee engagement, the moderating impact of availability of supports
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within the organization have been still elusive (Rai, Ghosh, Chauhan & Mehta, 2017; Lee
& Ok, 2015; Rich et al., 2010). Parker and Griffin (2011) argued that low levels of HRM
outcomes (i.e. OC) not necessarily always exert low levels of behavioral outcomes (i.e.
employee engagement), because other resources in the organizations may buffer the
relationship. Scholars argued that a moderating variable play an important role of
buffering effect to modify the relationship (Hur, Han, Yoo & Moon, 2015; Emmerik,
Jawahar & Stone, 2005; Cavana, Delahaye, & Sekaran, 2001). According to Shantz et al.
(2014), employees with high level of behavioral outcome such as employee engagement
may exert from different sources of Work-Related Support (WRS) such as Supervisor
Support (SS), Co-Worker Support (CWS) and Organizational Support (OS). Moreover,
prior research (e.g., Rai et al., 2017; Hur et al., 2015; Vera, Martinez, Lorente & Chambel,
2015; De Clercq, Bouckenooghe, Raja & Matsyborska, 2014; Showail, Parks & Smith,
2013; Alfes et al.,, 2013; Sawang, 2012) suggested that elements of WRS can play
moderating role and create the buffering effect to reduce employees’ negative behavior
and increase their positive behavior (i.e. psychological outcomes) towards the
organization. In order to illuminate the understanding of the relationship between OC and
employee engagement, this study, thus, considers the moderating role of SS, CWS and
OS in the OC-engagement linkage. Khan (1990) observed that supportive interpersonal
relationship, group and intergroup dynamics as well as management style and process
promote psychological safety, which, in turn, enhances employee engagement (Rana et
al., 2014; Nahum-Shani & Bamberger, 2011). Indeed, psychological safety can be
enhanced when the interpersonal relationship with peers, supervisors and organization are
supportive and trustworthy (Burke et al., 2012; Khan 1990). In the empirical test of the

model by Khan (1990), May et al. (2004) found that the CWS and SS positively affect
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psychological safety and employee engagement. In a recent meta-analysis study of Ahmed
etal., (2015) found the positive effect of OS on employee engagement. Some prior studies
(e.g., Vera et al., 2015; Ahmed & Nawaz, 2015; Guchait et al., 2014; De Clercq et al,
2014; Sarti, 2014; Breevaart et al., 2014; Agarwal, 2014; Othaman & Nasurdin, 2013;
Sulea et al., 2012), in the similar vein, identified the positive influence of SS, CWS and
OS on employee engagement. For example, Sarti (2014), based on the study among
employees in Italian context, found that CWS significant predictors employee
engagement. Similarly, positive association between OS and engagement was also
observed among Romanian employees (Sulea et al., 2012). With a sample of 510
employees, Agarwal (2014) explored the positive impact of SS on employee engagement
which suggests that the supporting relationship with supervisors is considered as one of
the main elements of employee’s work environment (Van der Heijden et al., 2010) which
may increase their employees’ engagement as well (Blancero et al., 1996). In addition,
workplace support can also play an extrinsic motivational role as a resourceful work
environment (Caesens et al., 2014) which, in turn, increases the employees’ engagement
to work (Biswas, Varma & Ramaswami, 2013; Schaufeli & Salanova, 2007). Moreover,
according to Eisenberger et al., (2002), WRS is a social exchange construct, in which
employees perceive the extent of support from their supervisors, co-workers and
organizations. However, though prior studies considered different elements of WRS (such
as SS, CWS and OS) as the predictors of employee engagement, limited research focused
on the moderating role of WRS in the relationship of employee engagement with its
antecedents (Rai et al., 2017; Lin et al., 2014). The current study thus, aims to fill up this
research gap to theorize the components of WRS such as SS, CWS and OS as moderating

factor in the relationship of OC and employee engagement. The possible results of this

13



study enhance our understanding about the dynamics of WRS in explaining the

relationship between OC and employee engagement.

In the academic literature, engagement has been conceptualized based on the dominant
framework of job-demand-resource (JD-R) model proposed by Bakker and Demerouti
(2007). This model explained employee engagement based on job and personal related
resources. Authors (Bakker & Demerouti, 2007) incorporated physical, organizational,
and social aspects of a job that could help to reduce job related demands and different
physiological or psychological costs; give opportunity for learning and internal growth;
and help to attain work objectives (de Lange et al., 2008). The JD-R model is a very
influential framework to establish the antecedents and consequences of employee
engagement. However, JD-R model cannot explain the varying level of engagement
among employees, and thus, research gaps still remain that needs to be addressed. For
example, Saks (2006) argued that the more theoretical foundation has been found to
explain employee engagement in the reciprocal norms of social exchange theory (SET),
that describes the mutual relationship between two parties (Presbitero, 2017; Karatepe,
2011). Therefore, this study develops the framework to explain the relationship between

soft HRM practices, OC, WRS and employee engagement under the tenet of SET.

Prior section of this study pointed out that the banking sector is one of the leading
industries of Bangladesh that significantly contribute in its national economy. As a service

industry, performance of banking industry crucially depends on availability of competent
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human resources and the proper utilization of the human resources (Vemic -Purkovic’,
Jotic’, & Maric’, 2013; Haines & St-Onge, 2012). In fact, managing human resources for
the optimum performance is one of the major challenges faced by the banks in Bangladesh
(Masum, et al., 2015). Furthermore, low level of employee engagement has been found
among the South Asian countries, it is essential to conduct more research on this issue to
enhance the understanding of factors that may improve the level of engagement
particularly in South Asia. In addition, the unequal impact of HRM practices on banking
employees’ behavior (Majumder, 2012) indicates the inconclusive findings about the role
of HRM practices in enhancing employees’ outcomes. Thus, the current study focuses on
the banking sector in Bangladesh to investigate the HRM practices-employee engagement
relationship. While most of the existing research related to employee engagement focused
on western countries (e.g., Rees et al., 2013; Alfes et al., 2013; Arrowsmith & Parker,
2013; Shantz et al., 2013), more attention is required in non-western contexts (Rai et al.,
2017; Poon, 2013). The purpose of this study is to explore the role of soft HRM practices
to make an engaged workforce, and to investigate the black-box mechanism through
which HRM practices and employee engagement relationship exists in Bangladesh
banking sector. Furthermore, this study also intends to explore the moderating role of

WRS in OC-employee engagement link.
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1.4 Research Questions

Although many organizations have started to consider employee engagement as a key
performance indicator (MacLeod & Clarke, 2009; Rees et al., 2013), there is still little
consensus about antecedents and consequences of the engagement (Fleck & Inceoglu,
2010). In addition, there is a huge scarcity of empirical research into how do organizations
develop and implement HRM strategies for enhancing employee engagement
(Arrowshmith & Prarker, 2013). In this regard, a growing number of studies (e.g., Rees et
al., 2013; Yalabik et al., 2013; Kuhnel et al., 2009; Macey & Schneider, 2008; Hallberg
& Schaufeli, 2006; Saks, 2006; Maslach et al., 2001) identified employee engagement as
a unique construct and recommended for further study. Therefore, the current study is
another initiative intends to answer the following research questions derived based on

research gaps identified in the prior section.

(@ Do HRM Practices (Performance Feedback, Job Security, Career Advancement,
Training & Development, Rewards & Recognition and Employee Participation)
related to employee engagement?

(b) Do HRM Practices (Performance Feedback, Job Security, Career Advancement,
Training & Development, Rewards & Recognition and Employee Participation)
related to organizational commitment?

(c) Does organizational commitment related to employee engagement?

16



(d) Does organizational commitment mediate the relationship between HRM practices

(€)

1.5

(Performance Feedback, Job Security, Career Advancement, Training &
Development, Rewards & Recognition and Employee Participation) and employee
engagement?

Does Work-Related support (WRS) (i.e. supervisor, co-worker and organizational
support) moderate the relationship between organizational commitment and

employee engagement?

Research Objectives

In general, the purpose of the current study is to explore the relationship between HRM

practices and employee engagement through OC of banking employees in Bangladesh.

Moreover, this study is also intended to examine the moderating effect of SS, CWS and

OS on the OC-employee engagement relationship. Indeed, the above research questions

lead the following research objectives of the current study as:

(a) To examine the relationship between HRM practices (Performance Feedback,
Job Security, Career Advancement, Training & Development, Rewards &
Recognition and Employee Participation) and employee engagement.

(b) To determine the relationship between HRM practices (Performance Feedback,
Job Security, Career Advancement, Training & Development, Rewards &

Recognition and Employee Participation) and organizational commitment.
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(c) Toexamine the relationship between organizational commitment and employee
engagement.

(d) To determine the mediating effects of organizational commitment on the
relationship between HRM practices (Performance Feedback, Job Security,
Career Advancement, Training & Development, Rewards & Recognition and
Employee Participation) and employee engagement.

(e) To examine the moderating effects of work related social support (i.e.
supervisor, co-worker and organizational) on the relationship between

organizational commitment and employee engagement.

1.6  Scope of the Study

This study investigates the relationship between HRM practices and employee
engagement, including mediating impact of OC and moderating impact of WRS. To
achieve the research objectives, the present study focuses on employees of Private
Commercial Banks (PCB) in Bangladesh. The scope of the study will not cover the pubic
banks, Islamic banks and foreign banks. Because these types of banks have different
management philosophy and priority compare to PCBs (Mian, 2003). Particularly,
different organizational and structural differences have found among public, private and
foreign banks that affect in their organizational performance differently (Mian, 2003).
Furthermore, Singh et al. (2016) identified that private sector banks are more efficient for
formulating their strategies to develop human capital compare to public banks.

Considering this phenomena, this study has considered only PCBs to maintain a
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homogeneity among the samples. As Kupczynski (2015) mentioned that if data of a study

suffers from sample homogeneity, then results of the study might not be trusted.

Moreover, since majority of employees of PCBs work in different branches in Dhaka city,
this study specifically focuses on the employees work in Dhaka city. This study has
collected the information regarding employees and branches of PCBs from banks’ annual
report and website and Appendix A shows that almost 20% branches of PCBs are situated
in the capital of Bangladesh i.e. in Dhaka Metropolitan Area (DMA) that consists 29% of
employees who are working in DMA. Thus, it would be logical to select the PCBs situated
in DMA, as it covers highest percentage of PCBs. Moreover, Sekaran (2003) noted that it
is not possible to cover all the elements in a study if they are geographically disbursed as

costs and times are associated with this process.

Since level of engagement is directly related to performance outcomes (Karatepe et al.,
2014; Karatepe, 2013; Menguc et al., 2013; Yeh, 2013; Albrecht, 2012; Christian et al.,
2011; Macey et al., 2009; Kahn, 1992), the present research concentrates on employee

engagement as the outcome of the HRM practices.

1.7  Significance of the Study

The results of the proposed study have some empirical, theoretical, and practical

implications. From the empirical perspective, the important contribution of the present
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study is to extend the emerging literature on employee engagement by providing
additional empirical evidence. For instance, the present study includes the both affective
(i.e. OC) and cognitive (i.e. social support) behavior of employees as mediating and
moderating variables in the research model particularly in the context of emerging
economy like Bangladesh that is expected to contribute in the engagement literatures. In
addition, this study incorporates six constructs of HRM practices, as the need for further
investigation stated by Kusluvan et al. (2010), Arrowsmith and Parker (2013), that may
broaden understanding of relevant factors affecting on the level of employee engagement.
More specifically, Kusluvan et al. (2010) documented that more consideration is needed
to tailor the HRM practices in the service organizations. Besides, the present study collects
data on the basis of the employees’ perceptions of HRM practices in banks to examine the
level of employee engagement that is limited in the academic literature. Moreover, as there
is a scarcity of empirical investigation on employee engagement, the findings of this study
contribute to establish employee engagement as a worthy construct for further research
(Timms et al., 2015; Karatepe et. al., 2014; Alfes et al., 2013; Slatten & Mehmetoglu,

2011; Kim et al. 2009; Kular et al., 2008; Saks,2006).

On the other hand, most of the literature showed the empirical work of employee
engagement on the context of developed countries, like Europe, USA, Canada (Karatepe
et al., 2014; Shuck & Reio, 2014; Taipale et al., 2011), and other developing countries
like Malaysia, Taiwan, Japan (Suan & Nasurdin, 2014; Yeh, 2013; Li, Sanders & Frenkel,
2012). In the context of Bangladesh, more attention has been given to understand the

employees’ attitudes such as job satisfaction, commitment or turnover intention
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(Talukder, Hossain & Hossain, 2014; Rahman, Uddin & Mia, 2012; Joarder, Sharif &
Ahmmed, 2011) rather to identify employees’ behavioral outcomes particularly employee
engagement in Banks. Thus, the findings of previous studies may not be applicable for the
context of Bangladeshi banks for the reason of the diverse research settings, varied culture
and different practices in different locations with diversified nature of human resources
(Kim, 2005; Hofstede & Hofstede, 2005; Tsui, 2004). Furthermore, scholars still feel a
strong need to evaluate the employee engagement construct in developing countries (Rai
etal., 2017; Ghosh, Rai & Sinha, 2014; Agarwal, 2014). Hence, this study expects to meet
this research gap and contributes in the existing knowledge in the context of Bangladesh

in particular and Asia in general.

This study significantly contributes to extend the understanding about the application of
SET in explaining the HRM-engagement relationship. The valid results of the current
study enhance the existing knowledge of applying SET to explain the role of HRM
practices in increasing employee behavioral outcomes i.e. employee engagement. Most
interestingly, this study contributes, so far for the first time, in literature by examining
how SS, CWS and OS moderate the relationship between OC and employee engagement
through the application of SET. Indeed, the present study enhances the understanding

about the importance of social exchange for employee engagement.

This study has important practical implications to managers and policymakers as well.

More specifically, results of the current research enhance the understanding of managers
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and policy makers of Bangladeshi banks about how to engage their employees with
implementing appropriate HRM practices. Thus, this study considers as a strategic tool
for the management of banks to understand that how to enhance the level of engagement
among the employees. To date, as par the researcher best knowledge, this is the first
empirical study is going to provide an empirical evidence on employee engagement of

banking employees in Bangladesh.

1.8  Definition of Key Terms

Employee Engagement: Employee Engagement is defined as a positive, fulfilling, and
work-related state of mind that is characterized by vigor, dedication and absorption

(Schaufeli & Baker, 2004; Schaufeli et al., 2002).

HRM practices: HRM practices termed as the policies or systems that have been settled
by the organization to influence employees' attitudes, behaviors, and performance (Noe et

al., 2010; Schuler & Jackson, 1987).

Organizational Commitment: OC is defined as the employees’ psychological state of
mind that help them to identify themselves within the organization and also help them to
recognize a strong desire, need or obligation to identify themselves towards the

organizational success (Allen & Meyer, 1990).
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Work-related Support (WRS): Work related social support refers to the availability of
helping relationships from supervisors, management and co-workers in the workplace

(Karasek & Theorell, 1990).

1.9  Organization of Thesis

This chapter discusses the background of the study, problem statement, research questions
and objectives. In addition, it presents the scope and significant of the study, and defines
the relevant key terms. Following this, chapter two reviews the prior literature related to
employee engagement, HRM practices, OC and WRS. In addition, it explains the
hypothesis development and study framework. Furthermore, this chapter discusses

underpinning theory i.e., Social Exchange Theory (SET).

Chapter three discusses the methodology of the study. It illustrates the operationalization
and measurement of the study variables, population and sample, questionnaire
development, data collection procedure and ends with the data analysis techniques and
statistical packages are being used in this study. Lastly, it reports the reliability test of

preliminary or pilot test.
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Chapter 4 explains the statistical investigation of the collected data that includes data
preparation, examination and screening. Then, it includes the analysis of measurement
and structural model which are evaluated by PLS-SEM through SmartPLS3.0 software
packages. Accordingly, the hypotheses of structural model have been examined and

reported.

Finally, chapter 5 explains the findings of the study based on the research questions,
objectives and the study hypotheses. In addition, this chapter describes the theoretical and
practical implications of the study findings. It also describes the limitations and
suggestions for the future research potential. This chapter ends with the conclusions of

this study.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This literature review chapter, primarily, presents the details of exiting literature related
to employee engagement, HRM practices, OC and different WRS such as SS, CWS and
OS. In addition, this chapter discussion the underpinning theory i.e., SET based on which
the current study develops the hypothesis. Finally, this chapter summarizes the research

hypothesis and presents the research framework.

2.2 Concept of Employee Engagement

The concept of engagement began to surface in the organizational and business literature
around two decade ego (Ugaddan & Park, 2017; Simpson, 2009). Schaufeli et al. (2008)
demonstrated that the concept of engagement has emerged from burnout literature as an
effort to examine not only employees unwell-being but also to understand well-being of
employees. In contrary to the employees who experience burnout, engaged employees feel
capable enough to fulfill the assigned tasks as they are more energetic and connected to
their work (Schaufeli et al., 2008). One of the challenges of defining engagement is the
lack of a universal definition of employee engagement. In the existing literature, employee

engagement is defined and explained by different individuals and organizations from
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different perspectives. However, the concept of engagement has received a great lead of
attention recently both in research and practice, different parties use different items and
scale to measure the term (Robertson & Cooper, 2010). Therefore, we discuss these to

understand the concept of engagement in a comprehensive way.

For the first time in the academic literature, employee engagement appears in an Academy
of Management journal article as “Psychological Conditions of Personal Engagement and
Disengagement at Work” (Kahn, 1990). He inspired by Goffman’s (1961) sociology text
“The Presentation of Self in Everyday Life” and suggested that “people act out monetary
attachments and detachments in their role performances” (Kahn, 1990, p. 694). Kahn
(1990) defined personal engagement as the “harshening of organization members’ selves
to their work roles; in engagement, people employ and express themselves physically,
cognitively, and emotionally during role performance”. On the other hand, personal
disengagement refers to “the uncoupling of selves from work roles; in disengagement,
people withdraw and defend themselves physically, cognitively and emotionally during
role performance” (p. 694). He identified three psychological conditions which stimulate
employees to engage in their works by enhancing the contact between employees and their
works. These are: psychological meaningfulness i.e., how meaningful is it for an employee
to bring himself into the performance?, psychological safety i.e., how safe is it to do so?,
and psychological availability i.e., how available is he to do so? Kahn (1990) further
described that “personal engagement is the simultaneous employment and expression of
a person’s “preferred self” in task behaviors that promote connections to work and to

others, personal presence (physical, cognitive, and emotional) and active, full role
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performances (p. 700). Thus, engaged employees are physically involved in their tasks,
are cognitively alert and attentive, and are emotionally connected to their works and to
others and in the workplaces. In other words, engagement refers to how psychologically
present employees are behaving during certain moments in their role performances.
According to Kahn (1990), individuals who are more likely to draw upon themselves
within boundaries between them and their roles what they occupy to perform their jobs,
they feel more inspire to perform their roles and more content they are to play those roles.
Taken together from the work of Goffman (1961), Maslow et al., (1970), and Alderfer
(1972), Kahn (1990) suggested that, to understand what makes a person engaged in their
jobs, it is very important to understand the dimensions of meaningfulness (work elements),
safety (social elements including management style, process and organizational norms),
and availability (distractions) (p. 705). In summary, according to Kahn (1990, 1992),
engagement means the individual who psychologically present at work when performing

an organizational role.

May et al. (2004) empirically tested Kahn’s (1990) model and found that all the three
components of conceptualization of employee engagement were important in employee
engagement. This study also posited that engagement is the combination of both cognitive
and emotional work and work activities experiences which make an individual behave
while performing a job (May et al., 2004). Rothbard (2001) extended Kahn’s (1990) work
and defined employee engagement as psychological presence of employees during
performing their work. However, he extended the notion of prior definition by suggesting

two critical components of engagement such as attention and absorption of employees.
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Therefore, employee engagement defined as the psychological presence at a particular

work role that involves attention and absorption (Bakker & Schaufeli, 2008; Saks, 2006).

Another group of academic researchers focusing on burnout concept treat employee
engagement as the opposite of burnout (Maslach & Leiter, 1997; Maslach et al., 2001).
They identified that core dimensions of burnout (exhaustion and cynicism) and
engagement (vigor and dedication) are opposites of each other (Gonzalez-Roma et al.,
2006). Scholars state engagement as the opposite of three components of burnout
dimensions: exhaustion, cynicism, and sense of inefficacy (Shuck, 2010; Gonzalez-Roma
et al., 2006). Therefore, burnout termed as “erosion of engagement with the job” (Maslach
etal., 2001, p. 416) and burnout measurement scale called Maslach Burnout Index (MBI)
can be used to measure the level of engagement. By using that scale, one can understand
that how an engaged employee could be connected with their job positively and
energetically and can handle the demands of their job (Schaufeli et al., 2002). However,
although the definition of engagement has been developed by the burnout research,
assuming that burnout and engagement are the two different side of a coin, may not be
acceptable, and in other research, they conceptualized these two different concepts by
using a single instrument i.e. MBI (Schaufeli & Bakker, 2004; Schaufeli et al., 2002). In
line with this approach, Schaufeli et al. (2002, p. 74) define that employee engagement is
a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication,
and absorption. Vigor means high level of energy and mental resilience of employees,

while dedication refers to enthusiasm of employees. In addition, absorption means full
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concentration of employees during the work. They also asserted that engagement is not a

momentary state rather a more persistent and pervasive affective-cognitive state.

There are numerous definitions of employee engagement have been derived by several
scholars form different perspectives. For example, Harter et al. (2002) defined employee
engagement as “the individuals’ involvement and satisfaction with as well as enthusiasm
for work (p. 269). Perrin’s Global Workforce study termed employee engagement “as
employees’ willingness and ability to company success by incorporating discretionary
effort into their work, in the form of extra time, brainpower and energy” (Towers Perrin,
2003, p. 1). Hewitt Associates LLC (2004, p. 2) cited it as “the state in which individuals
are emotionally and intellectually committed to the organization or group, as measured by
three primary behaviors: Say [...], Stay [...] and Strive”. Institute of employment studies
stated engagement as “a positive attitude held by the employee towards the organization
and its value. An engaged employee is aware of business context, and works with
colleagues to improve performance within the job for the benefit of the organization. The
organization must work to develop and nurture engagement, which requires a two-way

relationship between employer and employee” (Robinson et al., 2004, p. 9).

In the academic literature, Saks (2006) provided an important bridge between previous
theories of employee engagement, practitioner literature, and the academic community.
He theorized the employee engagement through a social exchange model and was the first

who separated employee engagement as job engagement and organization engagement.
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Thus, Saks (2006) defined engagement as “a distinct and unique construct consisting of
cognitive, emotional, and behavioral components......associated with individual role
performance (p. 602). However, engagement is a psychological state or mood in which an
individual is engrossed not with the organization but in a performance of the work role
(Saks, 2006; Ferrer, 2005). Ferrer (2005) also noted that attitudes are constant or stable
over time but psychological state or mood fluctuates. Another professional body, followed
by Kahn’s (1990) three dimensions of employee engagement as emotional engagement,
“being very involved emotionally with one’s work”™; cognitive engagement “focusing very
hard while at work™; and physical engagement “being willing to go the extra mile for your
employer” (CIPD, 2006, p.2). They also summarize employee engagement as a

psychological state, a “passion for work™.

In 2008, the American Society for Training and Development (ASTD) defined
engagement as “employees who are mentally and emotionally invested in their work and
in contributing to their employer’s success” (Czarnowsky, 2008, p. 6). Another
perspective of employee engagement has developed by Macey and Schneider (2008) by
conceptualizing engagement as trait engagement, state engagement, and behavioral
engagement. From their perspective, employee engagement is defined by suggesting that
“job design attributes would directly affect trait management, the presence of a
transformational leader would directly affect state management, and the presence of a
transformational leader would directly affect trust levels and thus, indirectly affect
behavioral engagement” (Macey & Schneider, 2008, p. 25). Compare to psychological

and burnout perspective, Macey et al. (2009) promulgates a broader view of engagement
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and defines employee engagement as an overarching umbrella which contains different
types of engagement such as personality trait engagement, work involvement and
organizational citizenship behavior. Robertson et al. (2012) argue that this perspective of
engagement is much more inclusive and broader than the psychological view. In another
study, Macey et al. (2009) posited engagement as “an individual’s sense of purpose and
focused energy, evident to others in the display of personal initiative, adaptability, effort,
and persistence directed toward organizational goals” (p. 7). After the process of
synthesizing definitions and conceptual frameworks of employee engagement, Schaufeli
and Bakker (2010, p. 22) located engagement as a mediating variable in their job demands
and resources model of work motivation and termed engagement as “the psychological
state that accompanies behavioral investment of personal energy”. According to Shuck
and Wollard (2010), employee engagement is “an individual employee’s cognitive,
emotional, and behavioral state directed toward desired organizational outcomes” (p.
103). Albrecht (2010) has coined employee engagement as “a positive work-related
psychological state characterized by a genuine willingness to contribute to organizational
success” (p. 5). Scholars grounded employee engagement as an employee’s unique
experiences of work and behavioral aspects that include their cognitive and emotional
interpretation of work-related environmental inputs and outputs (Shuck et al., 2011). A
Gallup Management study described that engaged employees “are deeply committed to
their employer, leading to key improvements in business outcomes, including reductions
in absenteeism, turnover, shrinkage, safety incidents, and product defects” (Robinson
2012, p. 1). Furthermore, Alfes et al (2013) cited that work engagement is a “multi-

dimensional latent motivational construct” (p. 261).
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In brief, the literature review suggested that employee engagement has been
conceptualized in many different ways. There is no universal definition that could define
engagement because it is a multi-facet construct (Kahn, 1990). To determine the
knowledge around employee engagement become very difficult because of various
existing concepts of engagement, which have been derived under a different protocol,
using different measures of engagement under different circumstances. For example,
Kahn (1990), at first, termed employee engagement as the extent to which employees are
physically involved, cognitively attentive and emotionally connected towards their work
(p. 692). During the vyears, research on employee engagement have flourished
concentrating attention on employees’ engagement within organizational context.
Rothbard (2001), likely Kahn (1990), defined employee engagement as psychological
presence of employees during performing their work and suggesting two critical
components of engagement such as attention and absorption of employees. Therefore,
employee engagement defined as the psychological presence at a particular work role that
involves attention and absorption (Bakker and Schaufeli, 2008; Saks, 2006). In addition,
May et al. (2004), conceptualized engagement as the combination of both cognitive and
emotional work and work activities experiences which make an individual behave while
performing a job. However, Schaufeli et al. (2002) have given the most prominent aspects
of employee engagement and defined employee engagement as a positive, fulfilling,
work-related state of mind that is characterized by vigor (i.e. high level of energy and
mental resilience), dedication (i.e. enthusiasm), and absorption (i.e. full concentration
during work). These various perspectives, indeed, applied to define engagement create
some critical confusions and debates about the concept of employee engagement in

management literature. However, to understand the role of HRM practices, OC, and WRS
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to enhance employee engagement, this study considers, based on Schaufeli et al. (2002),
employee engagement as the psychological state of mind of employees manifested by full
of energy (i.e., vigor), enthusiasm (i.e., dedication) and concentration (i.e., absorption)

during role performance.

2.2.1 Importance of Employee Engagement

Rutledge (2009) in his book “Getting Engaged: The New Workplace Loyalty” explains
that engaged employees are attracted, committed and fascinated to their work. Being
attracted, when an employee would like to do a work with his full commitment and
fascination, he can perform his organizational goal with his best effort, which, in turn
positively affect organizational performance. As engagement influences on how
employees perform their task, it provides benefits for both employees and organization
(Kang & Sung, 2017; Demerouti & Cropanzano, 2010). Khan (1990) finds that the
employee engagement positively affects the level of individual and organizational
outcomes. In fact, Sonnentag (2003) asserted that highly engaged employees are ready “in
taking initiative and pursuing learning goals” (p. 525). Employees with high level of
engagement have the inspiration to develop new knowledge, respond to opportunities, go
the extra mile, (Lockwood, 2007; Schaufeli & Salanova, 2007), stand with the company
and involved themselves in mentoring and volunteering activities. Moreover, engaged
employees feel capable to meet the challenging goals and have passion to succeed as they

feel more satisfied with their works and feel more committed to their organization
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(Schaufeli & Salanova, 2007). As noted by Bakker and Leiter (2010) that engaged
employees are highly involved with their job roles and go through their job in details.
They also added that high level of engagement helps employees to go beyond the job
description, to think dynamically and help them to arrange their jobs in such a way that
will fit with this competitive work environment (Bakker & Leiter, 2010). According to
Bakker and Leiter (2010), engaged employees always hold a positive attitude which

encourage the integrative and creative perception to create value to the service enterprises.

Existing literature demonstrates several reasons why an engaged employee can perform
better than disengaged one. Bakker and Demerouti (2008) presented four critical reasons
which are discussed in this study. Firstly, as engaged employees hold positive emotions
(Bindl & Parker, 2010) which enhance their confident and optimistic attitude towards
work (Cropanzano & Wrigth, 2001), they may perform better (Bakker et al., 2012). In
addition, according to broaden-and-build theory, positive emotions like joy, interest and
contentment of employees help to “build their personal resources (i.e., physical,
intellectual, social and psychological)” (Bakker & Demerouti, 2008, p. 216) through
widening the array of thoughts and actions (Fredrickson, 2001) which, in turn, may
positively affect employees’ outcomes. Schaufeli et al., (2002) cited that “work
engagement is a positive experience in itself”. Secondly, engaged employees have more
physical resources which lead better performance than dis-engagement counterparts. Prior
research also shows the positive impact of engagement on physical resources. For
example, Schaufeli et al. (2008) found that engaged employees have lesser psychosomatic

complain that disengaged ones. In addition, Hakanen et al. (2006) explored the positive
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relationship between work engagement and workability among Finnish teachers. Several
researchers have found that there is a positive relationship between engagement and
employee health (Schaufeli et al., 2008; Hallberg & Schaufeli, 2006). For example,
Parzefall and Hakanen (2010) demonstrated that employee engagement fully mediated the
effect of psychological contract fulfillment on mental health. Moreover, Gallup
organization reported that around 62% engaged employees told that work had a positive
impact on their physical health, 54% reported that negative influence on their health and
51% cited that work had a negative effect on their general well-being (Crabtree, 2005).
Scholars also stated that employees are more likely to have meaningfulness in their jobs
(Towers Perrin, 2003; Maslach et al., 2001; Kahn, 1990) and lack of meaningfulness make
employees isolate and detach from their jobs and consequently they feel less committed
and motivated to their works (Aktouf, 1992). On the other hand, meaningful jobs may
enhance the employee engagement by creating a perception of benefits from works (Britt
et al., 2001). Kahn (1992) conceptualized that high level of engagement has a positive
impact on the quality of individual’s work and work-related experience which will affect
the organizational level performance such as growth and productivity. This suggestion
was supported by Salanova et al. (2005) provided evidence that engaged employees
perform better. Thirdly, according to social exchange theory, when employees receive
economic and socio-emotional resources from organization, they realize an obligation to
respond in kind and repay the organization due to the “rules” of exchange philosophy
(Cropanzano & Mitchell, 2005). Saks (2006) argued that one way for employees to repay
their organization by higher level of engagement. Therefore, when the psychological
contact of employees has been fulfilled (Khan, 1990), their obligation towards

organization lead them engage more in work to perform at higher level. The study of HR
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consultancy firm Towers Perrin established a link between employee engagement and
employee retention. Their survey results showed that around 66% of highly engaged
employees had no plans to quit their jobs, 36% of moderately engaged and just 12% of
the disengaged employees (Towers Perrin, 2003, p. 21). Another survey results found that
around 37% engaged employees are willing to promote their organization as well as their
products and services (CIPD, 2006). In their study, Harter et al. (2002) posited that
employee engagement had a positive impact on customer satisfaction-loyalty which was
supported by Salanova et al. (2005) argued that engaged employees influence service
climate which in turn affect employee performance and finally it will make customers
satisfied and loyal. Similarly, employees with high level of engagement are very flexible
to cope with the organizational change and spontaneous to adapt the changing
environment (Graen, 2008). Fourthly, engaged employees are capable to transfer their
level of engagement from one employee to another (Demeruuti & Cropanzano, 2010),
which will increase the company performance as organizational performance depends on
a combined effort of all the individuals (Bakker & Demerouti, 2008). In fact, empirical
studies have confirmed the transferable relationship of engagement from individual to
team (Bakker et al., 2006; Salanova, Agut & Peiro, 2005). Westman (2001) defined that
engagement could be transferred through the transfer of positive or negative emotions and
experiences of employees. In conclusion, engaged employees had positive impact on their

colleagues and ultimately, they may enhance the firm performance by working as a team.
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2.2.2 Prior Studies Related to Antecedents of Employee Engagement

The search for the antecedents of employee engagement is relatively new (Presbitero,
2017; Slatten & Mehmetoglu, 2011; Macey et al., 2009). Researchers have identified that
employee engagement has come from practitioner and consultant but still a dearth of
academic research of employee engagement has been realized (Presbitero, 2017
Robinson et al., 2004). Though various studies trying to find out the understanding of
what drives employee engagement, the literature on antecedents or drivers of employee
engagement does not represent a lot of empirical research (Saks, 2006). This section

presents the current thinking and evidence of the catalyst for employee engagement.

To identify the possible antecedents of engagement, Saks (2006), based on the models by
Kahn (1990) and Maslach et al. (2001), considers job characteristics, Perceived
Organizational Support (POS), perceived supervisory support, rewards and recognition,
procedural justice and distributive justice as the antecedents of engagement. Further, Saks
(2006) found a distinction between two types of engagement, job engagement and
organization engagement in which the antecedents might differ. Jobs which are high on
the core job characteristics give individuals with the room and motivation to bring
themselves more into their work or to be more engaged (Kahn, 1992). Saks (2006) took a
sample of 102 employees working in different jobs and organizations in Canada and the
experience in their current job an average of four years. Results showed that job

characteristics was significant predictors of job engagement where OS had the
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significance influence on both job and organization engagement but procedural justice
was the significance predictor of organization engagement. However, Shantz et al. (2013)
have tried to ascertain the drivers of employee engagement with a sample of 283
employees in the UK by incorporating the Hackman and Oldham’s (1980) classic Job
Characteristics Model (JCM), that identified five core job features as motivational
properties of job: task variety, task identity, task significance, autonomy and feedback.
Findings demonstrated that task variety was the strongest determinant of employee
engagement. Moreover, autonomy, feedback and task significance had a positive
association to engagement, but task identity was not positively related to engagement.
Further Ghosh et al. (2014) extended the antecedents-consequences model proposed by
Saks (2006) incorporating distributive, procedural and interactional justice as predictors
of employee engagement considering both job engagement and organization engagement.
In their study, they found distributive justice and interactional justice as significant
antecedents for both job and organization engagement, while procedural justice was the
significant predictor only for organization engagement. On the other hand, Findley et al.
(2014) suggested that organizational strategic profit emphases affect job and organization
engagement. They proposed that employees who think that their organization is providing
supportive and work-related resources i.e. revenue enhancement strategic profit emphasis,
they will be more engaged and dedicated to the work in repay of that. Alternatively,
employees with inconsistent quality service i.e. cost containment strategic profit
emphasis, will be less engaged (Ye et al., 2007). Results showed that both revenue
enhancement and cost containment were significantly related to job engagement. While
revenue enhancement was the stronger predictor of organization engagement, cost

containment had no significant effect on organization engagement. Another study by Lee

38



et al. (2014) observed that internal branding consisting three components: internal
communication, training and reward might predict job and organizational engagement.
Because employees will get clear guidance and direction to deliver brand messages and
meaning to the customers through internal branding (Choi, 2006; Keller, 2003). Lee et al.
(2014) suggested that employees with internal branding have a positive influence on how
employees feel about their job. Based on the data collected from 367 services employees
of hotels in South Korea, they found the significant and positive effect of internal branding
on job and organization engagement. According to Lee et al. (2014), companies could
achieve employee engagement through internal branding by improving the quality of
internal communication, giving more training or rewarding the employees so that they
will motivate to enhance their performance. Karatepe (2013) also argued that the high-
performance work practices manifested by training, empowerment and rewards would
create synergy in the organization and ultimately trigger the employee engagement. In the
study with a sample of 110 full-time hotel employees in Romania, Karatepe (2013) found
that training, empowerment and rewards were significantly and positively influenced

work engagement.

Likely Saks (2006), Trinchero et al. (2013) examined that relationship of perceived
organizational support (POS), training & development and discretionary power with
employee engagement based on a sample of 826 nurses in Italy. Findings showed that all
the constructs were the important drivers of engagement which confirmed the importance
of workplace relationships in enhancing engagement as well. On the other hand, Brunetto

et al. (2013) examined the workplace relationships namely POS, supervisor-nurse
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relationships and teamwork on engagement of 510 nurses from Australian and 718 nurses
from USA hospitals. Their study found that though POS and teamwork were significant
predictors of employee engagement for both Australia and USA, supervisor-subordinate
relationships affected engagement in Australia, but not in USA. They argued that the
relationships increased the discretionary power and thus supervisor had a greater influence
on nurses’ outcomes in Australia but the reforms had opposite effect on the outcomes of
nurses in USA. In addition, Biswas and Bhatnagar (2013) examined POS and person-
organization fit as the antecedents of work engagement with the sample of 246 Indian
managers, and found that both POS and person-organization fit would be the significantly
correlated with employee engagement. In another study by Caesens et al. (2014), based
on 343 PhD students, suggested that due to the lack of WRS such as OS may create harm

for the students’ psychological and physical health.

In the academic literature, job factors such as job demands and job resources have come
on the focus as the antecedents of employee engagement. Prior studies demonstrated that
specific job characteristics could motivate individuals to be more engaged in their job. For
example, Sarti (2014) with the sample of 167 caregivers in Italy revealed that learning
opportunity was the significant and strongest driver of engagement, while financial
rewards and feedback had no relation to work engagement. In addition, decision authority
negatively but co-worker and supervisor support significantly associated with employee
engagement. On the other hand, Albrecht (2012) incorporated three types of resources i.e.
organizational, team and job resources in line with the job-demand resources model of

work engagement by Bakker and Demerouti (2007) to examine their impact on
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engagement among 3437 employees of a multinational mining company. They found that
organizational culture, team climate and job resources of supervisor coaching, career
development, role clarity and autonomy had positive direct influence on employee
engagement. These results suggested that the provision of job resources could work as an
intrinsic motivation of employees and increased positive affect towards their work.
Another study led by Taipale et al. (2011) among 7867 employees who were working in
different sectors in 8 different European countries in 2007 and ascertained that job
demands and resources predicted job engagement. Results pointed out that demands had
lower negative impact on engagement for Finland, Sweden, Germany and Hungary, but
no impact for Bulgaria, the Netherlands, Portugal and the UK. Work autonomy and social
support were the strong predictors of work engagement, except for Bulgaria and Finland
where social support had relatively low influence on engagement. Schaufeli and Bakker
(2004) focused on the predictors of engagement and its negative antipode- burnout
comprised a sample of 1698 employees working in four independent sectors. Findings
indicated that both job demands as well as inadequate resources were the antecedents of
burnout whereas only job resources were the driver of engagement. These results also
supported by Gan and Gan (2014) which indicated that job demands were strongly
correlated to burnout than engagement where job resources predicted both burnout and
engagement. According to Sulea et al. (2012), job characteristics could be distinguished
by job demands and job resources based on JD-R model. In their study, they included
sample of 258 employees from three organizations in Romania to examine whether job
resources i.e. POS, interpersonal conflict at work as job demands and personal resources
such as conscientiousness might work as antecedents of work engagement. Results

demonstrated that engagement anticipated by interpersonal conflict at work directly but
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negatively whereas POS and conscientiousness were positive predictors of engagement.
Although many studies conceptualized job demands as a stressor had negative influence
on engagement, Sawang (2012) identified job demands as a positive driver of work
engagement among 307 IT managers in Australia which suggested that workers with high
demand of work will engage them more, in contrary, undemanding work levels likely to

be bored and disengaged.

Previous research has confirmed that job characteristics especially employees with more
autonomy reports higher levels of engagement (Taipale et al., 2011; Slatten &
Mehmetoglu, 2011; Slattery et al., 2010). In line with these findings, Xu and Thomas
(2010) argued that senior positions in organizations have greater autonomy which will
make greater association with work engagement. They also suggested that leadership
behavior namely relationship and task oriented behavior could affect engagement. Results
of their study showed that leadership position, supports team, performs effectively and
displays integrity had influence on engagement. On the other hand, Papalexandris and
Galanaki (2009) worked on the leadership practices included good manager/mentor and
vision articulation among 51 CEO’s and their subordinates. Research found that good
manager/mentor and articulating vision both were good predictors of engagement whether
the CEO was entrepreneur or professional. Jorge and van Dierendonck (2014) cited on
their article that servant leadership is the feelings that one wants to serve first. They
conducted a research on 1107 people of two merging Portuguese companies and found
that servant leadership had a positive significant relation to work engagement under a high

uncertainty. Similar to this view, De Clercq et al. (2014) investigated servant leadership-
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engagement relationship in the context of Ukraine with a sample of 263 employees and
suggested that employees who perceived higher level of servant leadership in their
supervisor showed stronger engagement at their work. The study of leadership-
engagement relationships has been accompanied by Zhang et al. (2014), within 439 retail
employees in Australia. Results posited that visionary and organic leadership style had a
positive association to engagement whereas transactional and classical leadership
negatively related to engagement. Sarti (2014) examined 251 workers in Italy and
identified that participative and instrumental leadership styles were significant predictor
of engagement. Many authors also identified that transformational leadership had positive
and significant impact on engagement in different context such as Australia, South Africa,
Korea (Breevaart et al., 2014; Yasin et al., 2013; Vincent-Hoper et al., 2012; Hoon Song

etal., 2012; Zhu et al., 2009).

However, predictors of engagement were not limited to job characteristics (Parker &
Griffin, 2011). Gan and Gan (2013) recommended that incorporating the effects of
personality would provide greater insight into the dynamic development of engagement.
The purpose of their study was to examine the effect of personality trait i.e. neuroticism,
extraversion and conscientiousness on engagement along with job characteristics.
Findings indicated that extraversion and conscientiousness were positive but neuroticism
was negative predictors of engagement. Similarly, Woods and Sofat (2013) also noted that
engagement was highly influenced by assertiveness and industriousness and neuroticism
had a negative impact on engagement in the perspective of 238 workers in UK. Kim et al.

(2009) confirmed that conscientiousness was the strongest driver of engagement among
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all the five dimensions of personality traits. In addition, agreeableness was positive and

neuroticism was negative antecedents of engagement.

In addition to job characteristics and personal traits, organizational level resources like
HRM practices are also vital antecedents of engagement as these practices are able to
assist employees to accomplish their work and reduce job demands. Findings from a recent
empirical study by Karatepe (2013) consisted 110 frontline employees from eight
Romanian hotels demonstrated that HRM practices were significant predictors of
engagement. Moreover, authors reported that individual perceptions of HRM practices
may vary. Alfesa et al. (2013) pointed out that perceived HRM practices had significant
positive impact on engagement. Suan and Nasurdin (2014) revealed that HRM practices
specifically service training and performance appraisal had more significant association
to work engagement among 438 hotel employees in Malaysia. Consistent with this view,
another study done by Suan Choo et al. (2013) with a sample of 97 employees of
electronics manufacturing firms in Malaysia. Findings of this study showed that employee
development and reward & recognition were the strongest antecedents of employee
engagement but interestingly, employee communication had negative impact on
engagement. Authors argued that if employees will not be properly communicated the
company messages may elevate pressure which may lead to disengagement. Azoury et al.
(2013) revealed that compensation and psychological climate had significant association
with work engagement but communication was insignificant in family and non-family
firms. Scholars asserted that performance appraisal is one of the most important HRM

practices as it is directly related to outcomes of the organization (Jawahar, 2007; Steensma
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& Visser, 2007; Murphy & Cleveland, 1995;). Volpone et al. (2012) suggested that by
increasing transparency in the performance appraisal process may help to increase
employee engagement. In this regard, Gupta and Kumar (2012) conducted a research on
323 professionals working in Indian private and public sector to explore the performance
appraisal justice paradigms to employee engagement. Results of this study indicated that
distributive justice and informational justice were the strongest drivers of engagement
compare to procedural and interpersonal justice. Similarly, Agarwal (2014) also found
that procedural and interactional justice were not significant predictors of engagement
among the managers of manufacturing and pharmaceuticals firms in India. On the other
hand, Strom et al. (2014) have identified that procedural and distributive justice positively
related to work engagement under the conditions of low transactional leadership rather
high among 348 employees in USA. To discover the predictors of employee engagement,
Sharma and Sharma (2010) have focused on a set of HRM practices using a sample of 116
executives of manufacturing firms in India. Results showed that compensation and
benefit, performance management, learning and development and job content were critical
drivers of engagement. Similarly, other studies (e.g., Chen, 2017; Huang et al., 2017;
Presbitero, 2017) also found a positive significant relationship between HRM practices

and employee engagement.

In summary, previous studies examined diverse set of antecedents of employee
engagement which can be categorized into organizational practices, job characteristics and
personal traits. The above discussion indicates that the relationship of different

antecedents and employee engagement are varied for different studies, nature of
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organizations and countries which suggests the inconclusive findings of prior research on
antecedents of employee engagement. In addition, these results also highlight the critical
role of the nature of organization and country context in predicting the relationship of
various antecedents with employee engagement. Moreover, organizational factors such as
HRM practices has the crucial role in service organizations to enhance employee
engagement (Yeh, 2013; Ashill & Rod, 2011). Therefore, the current study, based on SET,
aims to examine the relationship between HRM practices and employee engagement of

banking employees in the context of Bangladesh.

2.3 Underlying Theory

2.3.1 Social Exchange Theory (SET)

This study positioned within the context of social exchange perspective to explain the
conceptual framework since it has the most influential theoretical paradigms to understand
workplace behavior. Indeed, social exchange have been used in this study because of its
nature to explain the employee behavior and the relationship of two parties including
employee and employer (Coyle-Shapiro & Conway, 2005). Within SET, theoretical
rationale for explaining employee engagement has been found (Saks, 2006). According to
SET, areciprocal relationship could be found through a series of interactions between two
parties who are in a state of reciprocate interdependence and felt obligated. Cropanzano

and Mictchell (2005) noted that when organization provide economic and socio-emotional
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resources to their employee, employees will also feel obligated in kind and want to give
something in return to their organization. The similar view has been given by Robinson et
al. (2004) explaining engagement as a two-way communication between employer and
employee. Saks (2006) argued that the level of engagement of an employee may depend
on the extent to which they feel obligated to their organization and repay to the
organization. More specifically, the degree to which an employee will be engaged will
depend on the resources they receive from the organization. Therefore, SET could give
the theoretical foundation to explain the variability of employees’ level of engagement i.e.

why people engage more or less to their work.

Although different views of SET have emerged, several theorists agreed that SET consist
a set of interactions that involves in a process of obligation (Emerson, 1976). According
to Blau (1964), social exchange involves such interactions which are seen as
interdependent and conditional that may affected by the action of opposite person
(Wiesner et al., 2007; Jordan et al., 2006; Cole et al., 2002; Burgess & Huston, 1979).
Social exchange also emphasizes on the obligation, which arise in the exchange process,
that an individual may hold expectations for future return in the time of doing favor on
another person yet the time of return or the form of return is not clear. Base on this view,
scholars have defined social exchange as the undeclared obligations and trust (Tansky &
Cohen, 2001). Blau (1964) also defined social exchange as a reciprocity process which is
the norms that a recipient of benefit holds and feels obligated to repay to the benefactor in
some way (Gouldner, 1960). Foa and Foa (1975) further argued that in a social exchange

relationship, human interactions is not only limited to tangible resources, rather it could
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be also social resources such as information, respect or status. However, Eisenberger et
al. (1986) reported that an individual with high exchange norms is more likely to give
good deed in return compare to the person who has low level of exchange norms. Later,
various scholars have focused on different social exchange norms i.e. exchange
interactions could be positive or negative (Eisenberger et al., 2004; Uhl-Bien & Maslyn,
2003; Perugini & Gallucci, 2001). In their experimental researches, authors argued that a
person’s interchange preference have an impact on behavioral and informational choices

(Gallucci & Perugini, 2003; Perugini et al., 2003).

Within SET, it has been found to be theoretically rationale for explaining employee
engagement (Saks, 2006). Based on SET, a reciprocal relationship could be found through
a series of interactions between two parties who are in a state of reciprocate
interdependence and felt obligated. SET further argued that the exchange relationship of
the interested parties may abide by some certain “rules” to build a more trusting, loyal and
mutual commitments over time (Farr-Wharton & Brunetto, 2007; Cropanzano &
Mictchell, 2005; Cole et al., 2002). In these rules of exchange, parties should maintain the
rule of reciprocity or repayment in which one party’s action or response may depend on
the other party’s action or response. Cropanzano and Mictchell (2005) noted that when
organization provide economic and socio-emotional resources to their employee,
employees will also feel obligated in kind and want to give something in return to their
organization. The similar view has been given by Robinson et al. (2004) in their study by
explaining engagement as a two-way communication between employer and employee.

In their study, Saks (2006) argued that the level of engagement of an employee may
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depend on the extent to which they feel obligated to their organization and repay to the
organization. More specifically, the degree to which an employee will be engaged will
depend on the resources they receive from the organization. Employees who are fully
involve with their work roles and devoted to work with the high level of cognitive,
emotional and physical resources is a very effective way to respond towards their
organization’s actions. However, the level of employee job performance often varies as it
is evaluated by organization and used as an instrument to provide them compensation and
other form of benefits. In fact, employees show their extent of engagement towards the
organization is subject to how much resources and benefits they are given by their
organization. According to Kahn’s (1990) and Maslach et al.’s (2001) model, employees
may have the need of economic and socio-economic to fulfill the conditions of
engagement which can be described in the context of SET by arguing that when employees
will get these resources from their organization, they will feel indebted to repay by giving
higher level of engagement. Indeed, engagement is the process by which employees feel
obliged to involve themselves more intensely into their work roles as to reciprocate the
resources they have received from their employer (Kahn, 1990). Consequently, the degree
of cognitive, emotional and physical resources that an employee will keep during their
role performances is more likely to contingent to the economic and socio-economic

resources they have given by their organization.

Furthermore, within the tenets of SET, scholars suggested it as the most significant and
descriptive theory which can explain contextual value of workplace and workplace

behavior. For example, several empirical studies like Demerouti et al. (2001), Menguc et
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al. (2013) and Simpson (2009) give support for describing that employees with higher
level of organizational factors (i.e. HRM practices), such as job autonomy or performance
feedback, will be reciprocated by showing high level of engagement. Giving emphasis on
this study framework, theorized within SET, we proposed that when employees perceive
that they are supported in the work context, i.e. organization invests in HRM practices for
their well-being, employees will feel obligated and show high level of engagement as
repayment. Considering the context of SET, supportive work-related factors (i.e. work
practices) help to send important messages to employees that their organization gives
value their effort (Lee & Bruvold, 2003) and encourage employees to devote themselves
towards the organization i.e. engagement (Presbitero, 2017; Shuck & Wollard, 2010;
Wayne et al., 1997). Furthermore, within the rule of SET, scholars have suggested that
high commitment HRM practices may help to enhance employees’ positive experiences
in the workplace, which in return show in the form of increasing organizational
performance (Ferris et al., 1999). In addition, Takeuchi et al. (2007) noted that investing
on high performance work practices help employees to feel themselves as expressing,
appreciation, caring and recognition, as a result they perceive themselves in a social
exchange, and they will reciprocate their obligation accordingly in their attitudes and
behaviors. In line with this theorizing, academics such as Nishii et al. (2008) and Koys
(1988, 1991) identified that healthy work practices had a positive influence on employee

outcome.

In accordance with the exchange relationship of employee and employer, an employer

should realize the efforts of an employee by giving appropriate opportunities and benefits,
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in turn, an employee should feel indebted to give in return and become more committed
towards the organization (Tansky & Cohen, 2001). Similarly, Eisenberger et al. (1986)
utilized social exchange structure to explore that an employee who get more support from
their organization is more likely to feel obligated, which in turn, help them to make more
committed to the organization. They also posited that employees build some general
beliefs about their organization that to which extent their organization give values for their

effort and consider their well-being.

However, authors also defined SET as the relationship at the workplace where the quality
of friendly membership and interpersonal addictiveness are encouraged by the group of
people and have an influence on the social interactions and interpersonal care for the work
procedure (Young-Ybarra & Wiersema, 1999; Berscheid, 1985). On the basis of social-
interaction oriented SET, it is defined as the social exchange relationship between a
supervisor and their fellow members by considering the respective status among the group
members (Liden et al., 1997; Dansereau et al., 1973). Several studies have used SET to
explain the workplace relationship involving employees and their supervisor (Lee &
Cadogan, 2009), co-workers (Deckop et al., 2003; Flynn, 2003; Ensher et al., 2001),
organization (Tekleab & Chiaburu, 2011; Moorman et al., 1998), customers (Grandy et
al., 2011; Sheth, 1996) and suppliers (Perrone et al., 2003). To explain the relationship
between organization and employee, Cropanzano and Mictchell (2005) suggested that
when organization fulfills the need of employees’ work-related resources, consequently,
employees feel obliged to their organization and want to give in return as a beneficial. For

instance, Lee and Cadogan (2009) pointed out that managers who are supporting and
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caring to their salesperson, they will repay to managers in the form of loyalty and
competence. In their research, Othman and Nasurdin (2013) explained the relationship
between social support and engagement on the tenet of SET. They showed that when
nurses of public hospitals realize their supervisors are responsive and caring for their need
and giving essential information and providing valuable feedback, they feel indebted to
reciprocate by showing a favorable attitude in the form of work engagement. Similarly,
Saks (2006) also revealed that employees who have higher level of social support from
their organization may become highly engaged to the organization as the part of fulfilling

reciprocal rule of SET to accomplish organizations objectives.

24 Concept of Human Resource Management Practices

The term Human Resource Management (HRM) has started to emerge in the academic
literature over the last few decades. The functions of human resource managers have
experienced a considerable change after the industrial revolution (Li, 2003) to fulfill the
needs for the development of organizational science, law, and human relations which have
created the force to shape HRM (Vosburgh, 2007). In 1930s to 1950s, human resource
managers realized the need to develop strategies to cope with the changing roles and to
build professional relationship by establishing professional organizations (Narsavage,
2008; Ritzer & Trice, 1969). Legge (1975) stated that the professionalism should
incorporate an expertise that could “be demonstrated as relevant and useful in performing

the personnel function” (p. 61). Human resource managers felt difficulties to manage the
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issue regarding government legislation in the decades of 1960s and 1970s. Conner and
Ulrich (1996) noted that increased government regulation and changes in laws were the
reason in “equal employment opportunity, occupational safety, and health and pension
reform” (p. 29). For human resource managers, they found themselves as an
administrative or compliance officer (Morley et al., 2006) because organizations felt the
need to develop such programs which will help to enhance workers commitment to
encourage employee involvement (Walton, 1985). In the 1970s, there was a strong debate
about the role of human resource managers. Although scholars have evidenced the role of
human resource managers by expanding their role to internal consultants, providing legal
and technical support, but the job was still ambiguous (Legge, 1975). In the early 1980s,
many organizations have come to realize the importance of the term “Human resource
management” (HRM) and felt the need to establish a separate specialized department for
Human resource managers (\Vosburgh, 2007; Li, 2003; Conner & Ulrich, 1996). This was
the era for Human resource managers to adapt with the changing roles and to face the
challenges regarding competitive pressures, quality, productivity and emphasis on
customers benefit (Laabs, 2000; Treen, 2000; Conner & Ulrich, 1996). Eventually, Human
resource managers were started to take part into the decision making process by making
policies and procedures to address these organizational changes (Payne, 2005). In this
time, scholars have much dedicated to demonstrate the strategic role of HRM in
organizations because it was considered as a unit which was more responsible to deal with
the activities of managing workers, whether these activities were actually designated to
achieve organizational goals (Guest, 1997;1990; Armstrong, 1991; Miller, 1987). With
this strategic view, many authors took into account that HRM is an important measure for

the organizations by which they can capitalize their human resources in fulfilling
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organizational objectives (Kamoche, 1996; Mueller, 1996; Lado & Wilson, 1994; Wright
etal., 1994). Basically, in the early of this era, organizations could understand that workers
or personnel were no longer a cost rather they were the asset for the organizations which
may need to develop and maintain. According to Beer et al., (1984), who were originally
advanced the thinking and philosophy of HRM that people should be treated as assets and
not variable costs. As a result, academic literature has led researchers to develop soft
versus hard approaches of HRM. In the soft approaches, workers are the valuable assets
for the organizations which could help the organizations to accomplish their goals and
objectives, whereas, hard approaches thought human resources as variable input that are
provided and deployed as needed. Gill (1999) noted hard approaches by defining people
as the factors of production cost which can be cut when needed. On the other hand, Legge
(1995) described soft approaches as the “developmental humanism” that emphasizes
“human” aspects of managing. Scholars like Ishak et al. (2011) and Zheng (2009)
established a direct link between turnover rate and hard or soft approaches. Authors further
argued that turnover rate above 15% or 20% is directly related to hard approaches of
HRM. Many scholars also tried to explore the factors such as employees who felt stress
at work are more likely to have intentions to leave (Ryan et al., 2011). Studies also found
that psychological nature or levels of job satisfaction are the factors for high turnover rate
(Gallardo et al., 2010; Martin et al., 2006). In addition, Yang and Fu (2009) identified that
organization’s recruitment methods have a direct link on hard or soft approaches of HRM.
Particularly, innovative recruitment systems (i.e. through internet or HRM agencies) are

mostly the part of soft approaches of HRM (Zheng, 2009).
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The concept of HRM has come into existence initially in the United States particularly
after facing a strong competition by Japanese companies and then increasingly being
adapted by the larger organizations across developed economies (Storey, 1992; Guest,
1987; Walton, 1985). Beside the soft or hard approaches of HRM, many scholars tend to
realize the shift from old term of “personnel management” to more symbolic term “human
resource management”. However, literature indicates that many scholars have
conceptualized HRM in different ways as it has been challenging to try to properly
conceptualize HRM as a theory, ideology or discourse (Legge, 2006; Taylor, 2005). For
example, Beer et al. (1984) termed HRM as incorporating all kind of managerial decisions
and actions which would have the impact on the relationship between employer and
employee- its human resources. More specifically, human resource management is a
system that has a set of distinct but interrelated activities, functions, and processes which
are directed to attracting, developing and maintaining (or disposing of) a firms human
resources (Lado & Wilson, 1994). According to Ferris et al. (2004), they have
conceptualized HRM in the context of USA as “both the science and practice that
encompasses both the employer/employee relationship as well as its relevant actions,
decisions and issue” (p. 231). Storey (1995) referred HRM as people management
approach which considered workers as credential assets that have an influence on that
organization. Author also described various interrelated activities HRM such as acquiring,
developing, managing, motivating and gaining commitment from employees. Storey
(1995) also noted that HRM is an idiosyncratic approach of management to reach a
competitive advantage by incorporating a strategic improvement with a highly quality
work-force. However, Zakaria et al. (2011) argued that HRM is a set of activities which

include HRM planning, staffing, training and development, performance management,
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compensation management, safety and health and employee relations. Consistently, many
scholars also described that HRM is an approach to manage and utilize a pool of human
resources for the fulfillment of organizational goals (Wright & Snell, 1991; Schuler &
Jackson, 1987; Schuler & MacMillan, 1984). On the other hand, Ahmed (1999)
conceptualized HRM as a strategy of acquiring, developing, managing, motivating and

gaining commitment of the employees.

However, a significant trend to conceptualize HRM is to make its functions more
supportive of organizational strategies (Liu et al., 2007), and has been shifting from human
resource management into strategic human resource management. According to Jinzhao
(2007), the role of HRM would be more strategic to become a successful organization.
The literature indicated that human resource managers should have the awareness about
their people management i.e. how workers will be utilized toward the end and how they
will be affected by the overall strategic plan. More specifically, HRM policies and
procedures should be aligning with the strategic business planning (Legge, 1995). It has
been evidenced that organizations that have focused only new products innovation and
technological capabilities by ignoring their human resources were no longer be successful
in the global market. So organization should invest in developing talents and skills of
human resources in the organization are required. Moreover, academics also initiate a new
approach of managing employees by comprising autonomy, trust, flexibility, openness
and transparency to make sure that people will be highly committed and engaged to fulfill
the organizational goals and objectives. As noted by Jackson and Schuler (1995),

organization should develop such a HRM system that values workers as a vital asset in
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the organization which in turn enhances the quality of performance of the employees. In
other words, mangers should consider their people while making the overall business plan.
Indeed, when the organization think about to expand their businesses, they should also
have to take into account that how their human resources could be facilitated in the
expansion process such as employer should plan, maintain, assess and fairly treat their
people to meet the goals and objectives. Many authors have demonstrated the importance
of developing such a strategic business plan which may include their people in that overall
business strategy as they have the vital contribution to organizational effectiveness (Guest,

1990, 1997; Frederickson, 1986).

From the above discussions, we have found that scholars hypothesized HRM as s system
of managing people in the organization by comprising some interrelated activities. These
activities could help to ensure the interest of employees from hiring to discontinue the
employment. Even countries like Malaysia, there are a legal obligation that organization
should make a severance pay and displaced alternative employment in the case of
restricting process. For this reason, organization should deploy a bundle of activities to
protect the employees right in order to achieve organizational goals and activities (Wright
& Kehoe, 2008) and this bundle of interrelated activities were called as HRM practices by
Dyer and Reeves (1995). Noe et al. (2010) treats HRM practices as the philosophy, policy,
system and practices that have an influence on employees’ behavior, attitudes and
performance. According to Snell and Bohlander (2007), HRM practices are the process
by which organization could manage their human capita to accomplish organizational

objectives. Specifically, HRM practices are the fundamental activities by which the
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organization can develop and shape the skills, abilities and behavior of the employees to
do their job successfully and focused to meet the targets i.e. organizational goals. Many
scholars defined HRM practices as the additional values which are designed in such a way
that consistent with their internal system and have a link with organizational competitive
advantage (Jackson & Schuler, 1995; Milgrom & Roberts, 1995; Cappelli & Singh, 1992;
Wright & MacMahan, 1992; Butler et al., 1991; Ulrich & Lake, 1990). Bowen and Ostroff
(2004) suggested that a set of HRM practices and processes help to communicate proper
messages to their employees so that they can form their potentials and interpretations of

organizational expectations and rewards.

Furthermore, Collins and Clark (2003) explored that HRM practices should be more
specific and target oriented rather general practices through which they can develop and
enhance their human talent and appropriate HRM practices may depend on the firm’s
competency (Snell et al., 1996). For example, in their study, Dyer and Reeves (1995)
revealed that several reinforcing practices such as rigorous selection mechanisms and
monetary and non-monetary rewards might help to enhance employee performance.
Scholars like Delery (1998) argued that organization should design their HRM policy by
combining a set of HRM programs to define the “best HR practices”. With this view,
Delery and Shaw (2001) suggested that it is difficult to enhance employee performance
by introducing individual HRM practices, even though it seems to be superior to others.
On the other hand, researchers have categorized HRM practices into three groups such as
KSA-enhancing practices, motivation-enhancing practices, and empowerment-enhancing

practices based on the academic literature (Wright & Kehoe, 2008; Liu et al., 2007).
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Activities like recruitment, selection, training and so on which may have the positive
impact on workplace competencies are called KSA-enhancing practices. A set of HRM
practices that are positively related to employee motivation such as incentive
compensation like stock options, individual or group performance bonuses, profit sharing
are called motivation-enhancing practices. Baird and Meshoulam (1988) noted that
organization should introduce compensation system that might align with their overall
HRM strategy and also supported by their business strategy. Authors argued that
motivation-enhancing practices not only help the employees to perform well in their job
but also help to enhance their skills and abilities in their position. More specifically, KSA-
enhancing practices are more rigid to the organizations, which are not transferable, but
internal mobility i.e. internal promotion is likely to be motivation-enhancing practices that
reduces turnover intention of employees (Pfeffer, 1998). For instance, Delaney and
Huselid (1996) identified that availability of internal promotion had a positive association
on perceived performance. Lastly, empowerment-enhancing practices are the degree to
which an employee has a discretionary power to influence decisions including

participation, grievance, flexible job design are some forms of practices.

As HRM practices critically affect the psychological conditions of employees (Guzzo &
Noonan, 1994, Rousseau & Greller, 1994) and influence an individual's attitude (Salanova
et al., 2005; Schneider et al., 1998), an organization can enhance the level of employee
engagement with appropriate HRM practices. Therefore, the following part of this study

hypothesizes the relationship between HRM practices and employee engagement.

59



2.4.1 HRM practices and Employee Engagement

HRM practices involve in different activities associated with the management of human
resources in an organization (Boxall & Purcell, 2008). Combs et al. (2006), in a meta-
analysis, indicated that HRM practices are significant and relevant to enhance different
performance measures. However, prior studies considered various HRM practices from
different perspectives as the predictors of different employee outcomes (Chen, 2017;
Ugwu & Okojie, 2016; Suan & Nasurdin, 2014; Jgrgensen et al., 2014). For example,
some studies (e.g., Huang et al., 2017; Jiang et al., 2012; Wright & Kehoe, 2008)
categorized HRM practices as skill-enhancing practices, motivation-enhancing practices
and opportunity-enhancing practices to examine their relationship with different employee
performances. On the other hand, some other researchers (e.g., Edgar & Geare, 2005;
Mathews & Shepherd, 2002; Legge, 1995; Gill, 1999) focused on the soft versus hard
approaches of HRM practices to identify the link with employee performances such as
turnover intention, job satisfaction. Legge (1995) described soft HRM approach as the
"developmental humanism™ that emphasizes managing of "human" aspects of employees,
while hard HRM approach define people as the factor of production cost (Gill,1999). Soft
HRM practices focuses on human aspects of employees to fulfill their needs, which in
turn generate favorable employee outcomes (e.g., OC and employee engagement). In
addition, a general consensus has risen in the HRM literature (Marescaux et al., 2012;
Katou, 2011) that soft HRM practices affect organizational performance through
employee outcomes (Paauwe, 2009). Moreover, prior studies (e.g., Huang et al., 2017,

Boon & Kalshoven, 2014; Suan Choo et al., 2013; Karatepe, 2013; Shuck et al., 2011;
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Saks, 2006) observed significant role of different HRM practices to enhance employee
engagement. Therefore, this study considers a set of soft HRM practices such as
performance feedback, rewards & recognition, training & development, job security,
career advancement, employee participation to theorize their relationships with employee

engagement.

This relationship could be explained in the concept of SET through which all the forms of
gaining within an organization could be established through an exchange process between
two parties namely employers and employees (Emerson, 1976). In essence of SET, the
workplace behaviors (i.e. employees’ engagement) are affected by the individuals (i.e.
interpersonal relationship within the organization) and the organization itself (e.g. HRM
practices) (Cropanzano & Mitchell, 2005; Emerson, 1976). In an empirical study based
on SET, Suan Choo et al., (2013) observed the significant role of different HRM practices
in improving employee engagement, and suggested the strategic role of organization in
HRM literature by fostering different HRM practices to enhance employee engagement.
Based on the previous research and theoretical backdrop of SET, the possible link, thus,
could be established between HRM practices and employee engagement, and this study

proposes the first hypothesis is as follows:

Hypothesis1 : HRM practices (career advancement, employee participation, job
security, performance feedback, rewards and recognition, training and

development) are significantly associated with employee engagement.
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2.4.1.1 Career Advancement and Employee Engagement

Career advancement is the process by which an organization create prospect for the
advancement of employees' career (Herzberg, 1986). Scholars (e.g., Bristol & Tisdell,
2010; Wiley, 1997) asserted that career advancement opportunity is one of the most
important motivational factors that may positively influence employee behavior. When an
organization introduces career advancement opportunities, employees acknowledge the
organizational concern for their well-being which, in turn, reduced their burnout (Van De
Voorde & Beijer, 2015; Chuang & Liao, 2010). Since proper career advancement practice
intrinsically motivates employees and abates burnout, it may lead higher employee
engagement (Albrecht, 2012). In addition, a set of prior empirical studies (e.g., Huang et
al., 2017; Ugwu & Okojie, 2016; Alias et al., 2014; Sarti, 2014; Batista et al., 2013; Bal
et al., 2013) found career advancement as the significant predictor of employee
engagement. However, Tan and Nasurdin (2011) observed the insignificant relationship
between career advancement opportunities and employee engagement. However,
Mohapatro and Sharma (2010) argued that employees who do not get a proper career path
within the organization, are more likely to be de-motivated during role performance,
resulting a low level of engagement at their job. Moreover, according to the tenet of SET,
when employees perceive the high-performance work practices like career advancement
in their organization to improve their well-being, they feel obligated and want to
reciprocate by contributing in the organization with positive attitude (Van De Voorde &
Beijer, 2015). Therefore, this current study, in line with SET, postulates the positive

association between career advancement and employee engagement.
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Hypothesis 1a : Career advancement is positively related to employee

engagement.

2.4.1.2 Employee Participation and Employee Engagement

Employee participation is the extent to which employees get the opportunity to participate
in the decision-making process of an organization (Heery & Noon, 2001). According to
Cheung and Wu (2011), employee participation is very crucial for achieving
organizational goals. If employees perceive the participative decision-making process
within the organization, their behavioral outcomes such as OC and employee engagement
can be enhanced (Cantor et al., 2012). Previous empirical research (e.g. Cooke et al., 2016;
Ugwu & Okojie, 2016; Marescaux et al., 2012) found the significant effect of employee
participation on employee engagement, and recommended that employees must get to
involve in the organizational decision-making process to make them understand the basic
need of creativity and to build appropriate attitude required for better performance (Kingir
& Mesci, 2010). Moreover, participative decision-making process serves as a sense of
belongingness between management and employees (Breland et al., 2011; Noah, 2008)
that may help to create a healthy work environment by reducing work stress which may
positively affect employee engagement (Benn et al., 2015). However, though Benn et al.
(2015) found positive association between employee participation and performance in the
context of service sectors employees, the relationship is insignificant in case of

manufacturing employees (Estrin et al., 1987). In addition, inconclusive results have been
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observed in the same industry such as Cooke et al. (2016) identified the significant
association between participation and employee engagement for banking employees
whereas employee participation was found as insignificant predictor of organizational
performance for same industry (Delery & Doty, 1996). However, Gollan (2005) stated
that high quality employee participation facilitates positive employee behavior to achieve
organizational effectiveness. In this vein, employees with higher participation in decision
making process feel their importance in the organization for which they reciprocate with
positive attitude and behavior towards their job (Gould-Williams, 2007). This study, thus,
hypothesizes the positive association of employee participation with employee

engagement.

Hypothesis 1b  : Employee participation is positively related to employee

engagement.

2.4.1.3 Job Security and Employee Engagement

Job security is the degree to which an organization can offer a stable employment
opportunity to their employee (Herzberg, 1968). More specifically, job security is the
extent to which an employee could expect to continue his/her job in that particular
organization for a specified time period (Delery & Doty, 1996). Employees with poor
feelings of job security are highly correlated with poor mental and physical health
(Strazdins et al., 2004; Chirumbolo & Hellgren, 2003; Hellgren & Sverke, 2003) and
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psychological distress and burnout (Probst, 2003; Dekker & Schaufeli, 1995). Moreover,
Gabris and Simo (1995) indicated that job security acted as a motivational factor for
employees i.e. employees with high level of job security will show the high level of
performance and low level of job security result in less motivated in terms of employee
outcome (Miller et al., 2001). In another word, as soon as the employees start to worry
about their job loss, their behaviors automatically start to go bad (Boya, et al., 2008;
Domenighetti et al., 2000). Previous empirical studies (Chen, 2017; Ugwu & Okojie,
2016; Senol, 2011; Poyraz & Kama, 2008; Boya, et al., 2008; Kraimer et al., 2005; Sverke
et al., 2002) also found job security as one of the most powerful motivational tools for
encouraging employees in their job performance by changing the negative work attitudes.
In addition, Chirumbolo and Areni (2005) reported that job security provides employees
with high motivation which positively affects employee outcome. However, Arabi et al.
(2013) did not find the job security as a significant motivational factor to enhance
employee attitude towards their work. In addition, Selenko et al. (2013) empirical found
that the employees with high level of job insecurity intend to perform in a better way to
protect their jobs. Thus, prior literature indicates the debate about the role of job security
in employee outcomes. However, Chang (2005) suggested job security as the tool by
which organizations show their commitments to their employees and in return employees
reciprocate it in the form of positive attitude in the workplace. This is reflected by the
paradigm of SET, and the norm of reciprocity (Gouldner, 1960). Therefore, this study
theorizes the following hypothesis as the positive association between job security and

employee engagement.
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Hypothesis 1c  : Job security is positively associated with employee engagement.

2.4.1.4 Performance Feedback and Employee Engagement

Performance feedback is extent to which employees have the opportunity to get the useful
information of their performance that may help them to improve, learn and develop while
performing the job (Zhou, 2003). Scholars (Volpone et al., 2012) claimed that favorable
performance feedback processes will create favorable psychological climate which will
improve the level of employee engagement. In their study, Latham and Mann (2006) have
suggested that performance evaluation and feedback should be fair and unbiased.
Moreover, Coetzer and Rothmann (2007) stated that employees with positive feedback
are more likely to have greater level of engagement while negative feedback may lessen
it. Based on the norms of SET, Macey and Schneider (2008) explored that when
employees will be rewarded (intrinsically or extrinsically) in a fair way by their superior
or manager, they will reciprocate by investing more time, energy or personal resources
(engagement) to their organization which, in turn, enhance their level of engagement.
However, previous empirical studies provided contradict results on the relationship
between performance feedback and employee engagement. For instance, Menguc et al.
(2013) and Van den Broeck et al. (2008) found the significant positive relationship
between employee engagement and performance feedback, while Sarti (2014) identified
the relationship is insignificant. Notwithstanding, as fairness perception about

performance feedback may reduce different employee burnouts such as psychological
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distress, anxiety and depression (Spell & Arnold, 2007), regular performance feedback
can play a vital role to reduce theses burnouts which, indeed, can increase the level of
engagement (Freeny & Tiernan, 2006). Therefore, this study, based on the reciprocity
process of SET, proposes the positive relationship between performance feedback and

employee engagement which leads the following hypothesis:

Hypothesis 1d : Performance feedback is positively related to employee

engagement.

2.4.1.5 Rewards & Recognition and Employee Engagement

Rewards and recognition are important resources offered by the organization that motivate
employees to accomplish organizational goal. According to Karatepe (2013), adequate
reward can motivate employees to provide outstanding services to customers. In addition,
employees often place their view about employer via reward and recognition system that
they receive from that company (Hayes & Ninemeier, 2009) and lack of reward may lead
to an unpleasant environment that will reduce work efforts caused by withdrawal of job
(Lytle, 1997). However, in their study, Suan and Nasurdin (2014) found that reward was
insignificant to engagement. Authors argued that the reason could be the perception of
employees that their reward is not justifying their performance. On the other hand,
Breevaart et al. (2014) asserted that as organization treats reward as the appreciation tool
for better employee performance, reward may affect employees’ behavior positively to

67



enhance their engagement at work. Suan Choo et al. (2013) also support the view and
considered reward and recognition as the predictor of employee engagement. Previous
empirical studies (e.g., Presbitero, 2017; Alias et al., 2014; Karatepe, 2013; Maslach &
Leiter, 2008) support the view that rewards are one of the important elements of work life
which may motivate employees to improve their engagement. On the other hand, another
set of prior studies (e.g., Sarti, 2014; De Gieter et al., 2008; Saks, 2006) observed the
insignificant influence of rewards & recognition on employee engagement. Sharma and
Sharma (2010) reported that reward & recognition had limited capacity to explain the
adequate variance related to employee behavior i.e. engagement. However, Karatepe
(2013), based on SET, found that when employees receive appropriate rewards and
recognition from their organization, they feel obligated to their organization which, in
turn, lead the higher level of employee engagement. Robinson et al. (2004) also observed
the reflection of reciprocity behavior of employees that the extent of employee
engagement depends on the rewards employees receive from their organization.
Moreover, employees with appropriate socio-emotional resources i.e. reward &
recognition feels obliged to repay their organization and show higher level of engagement
(Cropanzano & Mitchell, 2005). Therefore, this study assumes the positive association of

reward & recognition with employee engagement promulgates the following hypothesis:

Hypothesis 1e : Rewards & Recognition is positively related to employee

engagement.
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2.4.1.6 Training & Development and Employee Engagement

Training & development is the organizational investment to develop the appropriate skills
and abilities of employees so that they can perform better to achieve organizational goal.
According to Yang and Fu (2009), training and development programs are designed by
the organization to enhance employees’ job-related skills and abilities, which may help
employees to handle different, complicated organizational situations (Karatepe et al.,
2007; Schlesinger & Heskett, 1991). In fact, HRM literature has identified training and
development as one of the most important predictors of employee behavior and employee
performance (Huang et al., 2017; Goh & Pavic, 2013; Schuler & MacMillan, 1984). For
instance, Kahn (1990) stated that organizations can provide resources to their employees
through training and development program to make them feel that they have the capability
to perform in a better way which, in turn, helps to enhance the level of engagement. In
addition, training & development program may help to build employees confident towards
their work that ultimately helps to increase the feelings of availability (Presbitero, 2017;
Gruman & Saks, 2011). Moreover, previous empirical research found that training has
positive association with psychological health of employees (Luthans et al., 2008), and
better psychological health of employees can lead to an increasing level of employee
engagement (Gruman & Saks, 2011). This positive relationship between training &
development and employee engagement can also be explained under the tenet of SET
stated that employees with proper training & development will feel that their organizations
are investing lot for their development and reciprocate by showing a high level of

engagement at their work role (Suan & Nasurdin, 2014). However, some other studies
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showed the insignificant relationship between training and employee positive attitudes
(Batt, 2002) arguing that the possible reason for such type of results could be the improper
training program that actually is not improving the employee skills related to job. Thus, it
can be observed that there is a lack of clear understanding about the role of training &

development to enhance employee engagement which may lead the following hypothesis:

Hypothesis 1f : Training & development is positively associated with
employee engagement.

2.5  Organizational Commitment

OC has become the important topic for scholars as well as practitioners in 1960s and 1970.
It has evidenced that OC is one of the most comprehensively investigated issue in the prior
literature (Sikorska, 2005). Scholars also asserted the importance of OC in the academic
literature because of its relationship with individual and organizational performances and
effectiveness (Allen & Meyer, 1996; Mathieu & Zajac, 1990). OC has largely been used
as the key factor in the relationship with individuals and organizations (Laka-Mathebula,
2004). According to Allen and Meyer (1997), various researchers have been studied
different work attitudes variables, but only job satisfaction has received more research
attention than OC (p. 286). Researchers also identified that highly committed employees
are more likely to have less intention to leave the organization; in fact, they are devoted
to achieve organizational goals and objectives (Meyer et al., 1989; Mowday et al., 1982).
Porter (2006) cited that understanding the OC is very critical for an organization as it

affect the success or failure of the organization, perhaps these findings lead researchers to
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go further study of commitment (Jamaludin, 2009). Meyer and Herscovitch (2001) posited
that a large number of studies give attention to OC as it has an influence on employee
attitude and behaviors in the workplace (Koch & Steers, 1978; Porter et al., 1974). In
addition, Batemen and Strasser (1984) identified several reasons for studying OC such as,
employee behavior and attitudes, performance effectiveness, job satisfaction, employee

characteristics like age, job tenure.

In the academic literature, multiple definitions of OC have been derived by industrial and
organizational psychology (Cohen, 2003). For example, Porter at al. (1974) defined
commitment as the employees feeling of obligation which exerts the efforts towards
organizations goals. They also stated that OC is the employees’ identification with and
involvement to the organization which may help them to come with organizational values
(Porter et al., 1974). Johnston et al. (1990) conceptualized commitment as a combine
function of employees’ behavior and attitudes. Scholars defined OC as the psychological
state of mind that helps employees to identify themselves in the organization and help
them to realize a strong desire, a need or an obligation to come out with organizational
success (George et al., 1993; Meyer & Allen, 1991; Blau & Boal, 1987). Later, Ferris and
Rowland (1996) theorized OC by incorporating three elements i.e. (a) employees should
keep belief in organization’s goals and values, (b) should have the ability to give high
contribution and effort for the organization, and (c) should have the strong desire to
maintain the organizational membership. Furthermore, authors termed OC as “a work
attitude that is directly related to employee participation and intention to remain with the

organization and is clearly linked to job performance” (Mathieu & Zajac, 1990).
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Northcraft and Neale (1996) asserted that commitment is an ongoing process by which
organization members can build loyalty and express their concern for the organization’s
success and well-being. However, Meyer and Allen (1997) described commitment in a
general view that OC is “a psychological link between the employee and his or her
organization that makes it less likely that the employee will voluntarily leave the
organization” (p. 252). Consequently, Spector (1997) cited that OC is the degree to which
an individual devoted to their organization. In this view, Swailes (2002) demonstrated that
OC can be achieved by integrating an individual’s values and beliefs with the organization
and by doing this, employees will ensure that they will grow and learn from their job
which in turn, increase the level of commitment to stay with that particular organization
(Opkara, 2004). Researchers also cited that OC is a personal attempt through which an
individual can protect the harmony between their identity and identity that others see in
them (Lee & Olshfski, 2002; Burke & Reitzes, 1991). Meyer et al. (2006) viewed OC as
“a force that binds an individual to a target (social or non-social) and to a course of action
of relevance to that target” (p.666). Apart from these definitions, Suliman and Isles (2000)
noted that although there are plenty of studies have tried to conceptualize OC, yet this

issue is “ill-defined” and “ill-conceptualized”.

A meta-analyses study has been conducted by Mathieu and Zajac (1990) to examine the
antecedents, correlates and consequences of OC. At the early stage, scholars identified
two distinct form of commitment namely, attitudinal (Mowday et al., 1979) and
calculative or behavioral (Becker, 1960). Later, Suliman and lles (2000) divided

commitment into four models that conceptualized commitment specifically the attitudinal

72



models, behavioral model, normative model, and multidimensional model. According to
attitudinal model of Porter et al. (1974), OC is the strength of an employee to identify and
involve in an organization which was supported by Mathieu and Zajac (1990). In this
view, Mowday et al. (1982) asserted that committed employees will give effort in success
of the organization and keep a strong desire to be a member of this organization. On the
other hand, behavioral model emphasized on the employees’ loyalty to their organization
as they invested time, friendship or pension (Suliman & lles, 2000). The foundation of
behavioral model come from side-bet theory of Becker (1960) identified that employees
will retain with the organization if they realize the cost of leaving of that particular
organization (Laka-Mathebula, 2004; Zangaro, 2001). Consistently, Kanter (1968)
defined OC as the profit associated with continued participation of employees and cost
related to leave that organization. The normative model conceptualized by Weiner (1982)
posited that the OC is the totality of normative pressures to act in a way to meet
organizational goals. Further, he clarified that employees will be highly committed to their
organization if they feel that this is right and moral thing to do. In fact, OC can be achieved

by incorporating employee’s goals and values with organizational aims (Suliman & Isles,

2000).

The more recent multidimensional model initiated by Meyer and Allen (1991) has
recognized that component of commitment is more complex than emotional attachment,
perceived cost or moral obligation. In very early, Kelman (1958) proposed the
multidimensional model consisting compliance, identification and internalization and the

attitudinal change as the constructs of commitment which was confirmed by O’ Reilly and
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Chatman (1986). In their study, Meyer and Allen (1991) introduced three component
models of commitment to explore all the forms of underlying mind-set to attach with the
organization. They identified three types of commitment such as, affective commitment,
continuance commitment and normative commitment to explain the behavior of
employees. This conceptual model is widely accepted and widely used as theoretical
framework in several studies (Gunlu et al., 2010; Joolideh & Yeshodhara, 2009; Allen &
Meyer, 1996). Affective commitment defined as the positive emotional attachment to the
organization and also has the identity and strong feelings with the organization (Manion,
2004; Laschinger et al., 2000; Meyer & Allen, 1991). In this view, they suggested that
affective commitment consisted personal characteristics, organizational structure and
work experiences. In another study, Meyer et al. (1993) ascertain that employees with
affective commitment want to continue their job with the existing organization not
because of only they need an occupation rather they want to (p. 539). Continuance
commitment is the “knowledge of the costs associated with leaving the organization”
(Meyer & Allen, 1991). In other words, continuance commitment is the willingness of an
employee to remain with the organization because of the “non-transferable” investments
such as, retirement, relationship with other employees, etc. (Reichers, 1985). In addition,
normative commitment termed as a “feeling of obligation to continue employment”
(Meyer & Allen, 1991). Randall and Cote (1991) argued that employees feel obligation to
their organization if the organization has invested (i.e. spent time and money in training
and development) on them. Scholars also noted that this type of commitment varies from
person to person based on their sense of duty and obligation to the work in their

organization (Jaros et al., 1993).
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2.5.1 Prior Studies Related to Organizational Commitment

Several past studies (e.g., Fazio et al., 2017; Yoon, Jang & Lee, 2016; Srivastava & Dhar,
2016) suggested OC had a significant direct influence on employee performance and there
were differences between antecedents and consequences of commitment (e.g., Katou,
2017; Sharma & Dhar, 2016; Chang et al., 2016). For example, Sharma and Dhar (2016)
surveyed 349 nursing employees of healthcare organizations and found that OC had a
positive association with nurses’ job performance. Vandenberghe et al. (2004) showed a
mixed result of commitment and performance i.e. commitment to supervisor had a direct
link to performance but OC had insignificant relation to performance. Authors also found
a negative correlation between intention to quit and OC. Yoon et al. (2016) cited that OC
had a positive relation to employees’ positive behavior such as organizational citizenship
behavior. Another study of Srivastava and Dhar, (2016) revealed that OC and employee
performance are strongly related and OC can mediate the relationship between HRM

practices and employee performance.

Moreover, Herscovitch and Meyer (2002) demonstrated that three-component model of
commitment had a negative impact on turnover intention. The correlation analyses, of
survey data gathered from a sample of 191 employees in the USA, revealed that OC was
significantly related to employee performance (Dalal et al., 2012). In a more recent study
of Ibrahim and Falasi (2014) postulated that employee loyalty namely, affective

commitment and continuance commitment were significantly related to employee
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engagement among 50 managerial employees in UAE. They also noted that affective
commitment was more important predictor of engagement than continuance commitment.
Moreover, Albrecht and Andreetta (2011) found that employee empowerment enhanced
the affective commitment which in turn, reduced the turnover intention. Later, study
pointed out that work engagement was better predicted by affective commitment than job
satisfaction for the low contact services employees (Barnes & Collier, 2013). Karaa et al.
(2013) investigated 443 employees of five-star hotels in Turkey and suggested that quality
of work life positively influenced the affective commitment, and affective commitment
enhanced the life satisfaction. Further, Yalabik et al. (2013) examine the relationship
between affective commitment and job performance incorporating a sample of 167
employees working in the UK bank. Findings indicated that affective commitment was
positively related to work engagement and work engagement acted as a mediator between

the effect of affective commitment on job performance and intention to quit.

However, various researches have conducted to identify the factors that affect OC. For
instance, Mathieu and Zajac (1990) examined the gender effect on commitment and found
that women were more committed than men. Later, scholars found that personal
characteristics like gender had no relation with commitment (van der Velde et al., 2003;
Kacmar etal., 1999). Kacmar et al. (1999), and Mathieu and Zajac (1990) identified higher
levels of commitment among married workers than unmarried workers because married
employees had a greater financial responsibility. Consistently, higher educated employees
were found to have less OC because of their alternative job opportunity or higher

expectations (Grau et al., 1991; Mathieu & Zajac, 1990). However, Papalexandris and
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Galanaki (2009) conducted a research with a sample of 51 CEQO’s and their subordinates.
Findings indicated that good management or mentoring significantly predicted OC. In
addition, Batista et al. (2013) conducted a research to investigate the implications of
quality management systems practices on employees’ attitudes and found that among all
the variables only responsibility and team work, and improvement and problem prevention
were positively correlated with OC. The multiple regression analyses revealed that
organizational climate had a strong impact on commitment than job content among 116
executives of a manufacturing organization (Sharma & Sharma, 2010). Authors
importantly noted that among all the variables of organizational climate only
compensation and benefit, learning and development, and performance management were
the critical predictors of commitment. Later, Fairlie (2011) suggested that meaningful

work characteristics positively related to employee outcome such as, OC.

Various existing studies showed the significant positive relationship between HRM
practices and OC. For instance, Bal et al. (2013) claimed that developmental HRM and
accommodative HRM positively affect affective commitment. Boon and Kalshoven
(2014) also identified that high commitment HRM was positively related to OC. Another
study revealed that OC was positively predicted by POS (Brunetto et al., 2013). In the
study of Saks (2006) documented that job characteristics, POS, supervisory support,
reward & recognition, procedural and distributive justice were the antecedents of OC. On
the other hand, Albrecht (2012) found the positive impact of organizational culture and
team culture on commitment through employee engagement. Karatepe (2013) showed that

work engagement had a direct positive impact on OC and perception of organizational
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politics indirectly predicted commitment through engagement. Another study of Karatepe
et al (2014) also confirmed the positive impact of work engagement on affective
commitment where work engagement fully mediated the relationship between challenge
stressors and commitment. Similarly, Barkhuizen et al. (2014) investigated that work
engagement had a mediating effect of the relationship between job resources and OC. The
structural equation modeling confirmed the relationship between interpersonal leadership

and OC among 451 full-time employees (Hansen et al., 2014).

2.5.2 Mediating role of Organizational Commitment

According to Allen and Mayer (1996), OC is the psychological relationship between
employees and organization for which employees are less likely to leave their organization
voluntarily. There are three components of OC such as affective, normative and
continuance commitment (Mayer & Allen, 1991, 1997; Meyer & Herscovitch, 2001).
HRM practices play critical role to influence psychological state to build OC in order to
avoid the high cost of turnover (Wijnmaalen et al., 2016; Lee Whittington & Galpin,
2010), and to increase job satisfaction (Misra et al., 2013; Chen, 2004). However, previous
studies observed the inconclusive and contradict results on the role of HRM practices to
enhance OC. For example, Zaitouni et al. (2011) found that HRM practices such as
autonomy and rewards are statistically significant with commitment whereas recognition
has been found as an insignificant predictor of commitment. Another set of studies (e.g.,

Currall et al., 2005; Tekleab et al., 2005; Trevor et al., 1997) identified that different
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rewards to employees negatively affect their OC since employees perceived it as unfair
practice among peers. Nevertheless, several studies (Thompson, Buch & Kuvaas, 2017;
Aladwan, Bhanugopan & D’Netto, 2015; Batista et al., 2013; Purang & Sharma, 2007;
Agarwala, 2003) found a significant positive relationship of different HRM practices such
as compensation (Chong & Law, 2016; Mohapatra & Sharma, 2010; Singh et al., 2011);
performance appraisal (Chang, 2005; Sharma & Joshi, 2001); promotion and career
development (Sturges et al., 2002; Wayne et al., 1997); rewards system (Srivastava &
Dhar, 2016; Bartlett, 2001; Meyer & Allen, 1997); job security (Mathieu & Zajac, 1990)
and benefits (Fabi, Lacoursiére & Raymond, 2015; Mohapatra & Sharma, 2010) with OC.
More specifically, Lamba and Choudhary (2013) found the significant positive influence
of compensation, job security and job performance on affective commitment, but
insignificant impact on continuance or normative commitment. Similarly, Lewicka and
Krot (2015) identified significant positive relationship between HRM practices and OC.
However, Tansky and Cohen (2001), in line with SET, stated that if HRM practices
reflects the employees’ well-being, employees feel obligated and want to reciprocate by
increasing the level of commitment towards the organization. This study expects that
employees’ level of commitment is the outcome of the HRM practices, and, therefore,

suggests the following hypotheses:

Hypothesis 2 - HRM practices (career advancement, employee participation,

job security, performance feedback, rewards and recognition,
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Hypothesis 2a

Hypothesis 2b

Hypothesis 2c

Hypothesis 2d

Hypothesis 2e

Hypothesis 2f

training and development) are significantly associated with

Organizational Commitment.

Career advancement is positively related to organizational
commitment
Employee participation is positively related to organizational
commitment
Job security is positively associated with organizational
commitment
Performance feedback is positively related to organizational
commitment
Rewards & recognition is positively related to organizational
commitment.
Training & development is positively associated with

organizational commitment.

According to Suliman and Al-Junaibi (2010), employees with high level of commitment

have strong feelings to stay with the organization. Thus, OC is treated as one of the key

factors to achieve organizational success (Suliman & Al-Junaibi, 2010; Suliman & lles,

2000), and organization should understand the way by which they can improve the level

of employees’ commitment to enhance the employees’ on-the-job positive behavior

(Albrecht, 2006; Meyer & Allen, 1991). Notwithstanding the overlapping and direction

of relationship debate related to OC and engagement, some previous studies (e.g., Katou,

2017; van Gelderen & Bik, 2016; Yalabik et al., 2013; Sparrow & Balain, 2010; Hakanen
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et al., 2006; Demerouti et al., 2001) considered OC as the antecedent of employee
engagement to examine the OC-Engagement relationship. Yalabik et al., (2013) found
that employee engagement mediated the relationship between OC and performance.
Similar results have been found in the study of Barnes and Collier (2013) revealed that
employees with high level of OC have high level of engagement during their role
performance. Furthermore, Ibrahim and Falasi (2014) identified the significant and
positive relationship of affective commitment with employee engagement. Therefore, this
study considers OC as the antecedents of employee engagement, and assumes the positive

relationship between OC and employee engagement.

Hypothesis 3 : Organizational Commitment is positively associated with

employee engagement.

Furthermore, several prior studies (Fazio et al., 2017; Srivastava & Dhar, 2016; Yoon, et
al., 2016; Zopiatis et al., 2014; Theriou & Chatzoglou, 2009) found that OC significantly
mediates the relationship between its antecedents and consequences. For example, Fabi,
Lacoursiere & Raymond, (2015) conducted a research on 730 employees in Canada and
revealed that employees who are highly satisfied in their job are likely to have high level
of commitment that lead to a lower intention to leave their job. Similarly, Jaiswal and
Dhar (2016) suggested that employees who have a positive perception about HRM
practices within the organizations are considered to be highly committed towards their

organizations and exhibit a prominent extra role behavior in the organization. However,
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none of the previous study conceptualizes OC as the mediator between HRM-engagement

linkages. Therefore, given the HRM practices are expected to positively relate with OC,

and OC is positively related with employee engagement, this study posits that OC may

mediates the relationship between HRM practices and employee engagement.

Hypothesis 4

Hypothesis 4a

Hypothesis 4b

Hypothesis 4c

Hypothesis 4d

Hypothesis 4e

Hypothesis 4f

Organizational Commitment mediates the relationship
between HRM practices and Employee Engagement.
Organizational Commitment mediates the relationship
between career advancement and Employee Engagement.
Organizational Commitment mediates the relationship
between Employee participation and Employee Engagement.
Organizational Commitment mediates the relationship
between Job Security and Employee Engagement.
Organizational Commitment mediates the relationship
between Performance Feedback and Employee Engagement.
Organizational Commitment mediates the relationship
between Reward & Recognition and Employee Engagement.
Organizational Commitment mediates the relationship

between Training & development and Employee Engagement.
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2.6 Work Related Support

Social support is defined as the mutual exchange of resources between two employees
who perceive that the well-being of the recipient will be enhanced (Shumaker & Brownell,
1984). Typically, social support refers to the helping relationship and the quality of the
relationship (Leavy, 1983). Further, Karasek and Theorell (1990) defined social support
as the positive or helpful social interactions available from supervisors, management and
co-workers in the workplace. On the other hand, authors considered social support as a
process in which the support provider invests resources such as time, energy, money or
goods so as to “bring about a constructive change” in the recipient (Bacharach et al. 2000,

p. 705).

In the academic literature, researchers identified that social support could be work-related
(i.e. supervisors, co-workers and management) or non-work related (i.e. family, spouses,
and partners) (Seiger & Wiese, 2009) and also could be in different forms (Glazer, 2006).
According to Langford et al. (1997), an individual could find social support in four areas,
firstly, emotional support which is made of caring, empathy, trust; secondly, instrumental
support comprising tangible aid or goods; thirdly, informational support embedded by
assisting in problem solving; fourthly, appraisal support might be affirmation or
communicating self-evaluation (lwasaki & Mannell, 2000). Kossek et al. (2011)
demonstrated generic workplace support as the supervisory or organizational support

within the workplace which may affect the employee well-being. Recent studies suggested
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that employees who received social support may have stronger psychobiological systems
which may help to enhance work recovery process of employees (Sonnentag & Fritz,
2007). With this view, Arbuckle (2008) posited that WRS could improve emotional labor
by decreasing emotional exhaustion and could enhance job satisfaction and performance.
Later, Burke et al. (2012) showed that higher level of social support may help to improve
employee well-being. Unlikely, Hombrados-Mendieta and Cosano-Rivas (2013)
suggested that the negative impact of job burnout on work and life satisfaction was
moderated by social support. Consequently, Lin et al. (2014) hypothesized that social
support had a moderating effect on the negative relationship between job burnout and
well-being and the positive relationship between leisure participation and well-being. The
hierarchical regression analysis conducted by using a sample of 236 hotel employees in
Turkey and revealed that social support (namely, SS and CWS) was positively related to
employees’ psychological safety and service recovery performance (Guchait et al., 2014).
Nahum-Shani and Bamberger (2011) showed the moderating effect of social support on
the relationship between work hours and psychological health and well-being. Their
empirical data confirmed that the adequate amount of social support not only reduced the
harmful effects of long work hours on employee well-being, but could help to improve
the employees’ health and well-being in the context of longer hours at work. The structural
equation modeling, data of 380 service workers, examined the relationship between job
support (SS and CWS) variables and work-to-leisure conflict interface and found that only
SS had significant and direct effect on work-to-leisure conflict (Wong & Lin, 2007). More
interestingly, only CWS but not SS had the moderating effect on the relationship between

job demands and work-to-leisure conflict.
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Although, research identified that there are multiple sources of social support exists, the
present study places its focus on WRS i.e. SS, CWS and OS. Sundin et al. (2010) noted
that SS, CWS and OS are the important sources of WRS as those support could help to
cope with work-related stress and employee well-being (Kaufmann & Beehr, 1986) which
ultimately has positive impact on professional growth and career development
(Halbesleben & Rotondo, 2007). In this line, Thoits (2011) stated that social relationships
at the workplace had a positive influence on worker well-being by increasing the

perception of availability of social support.

2.6.1 Supervisor Support

SS is the extent to which employees perceive that their supervisors have concern about
their well-being, have recognition of their contributions and are generally supportive
(Eisenberger et al., 2002). With this view, Kottke and Sharafinski (1988) defined
supervisory support as the degree to which they are valued for their work and get attention
to maintain the employee well-being by the supervisors, consequently, workers also share
their views in the way that to which extent the entity is committed to them (Sora et al.,
2011). This is consistent with the social exchange theory posited that employees are more
likely to develop the relationship between both the organization and the supervisors
(Settoon et al., 1996). Several empirical studies (e.g., Anderson et al., 2002; Thomas &
Ganster, 1995) demonstrated that employees with high SS would experience less work-

family conflict. Researchers identified that supportive supervisors are ready to give help,
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information and constructive feedback, and make employees feel that they will be
facilitated for their further development (Langford et al., 1997; Blancero et al., 1996).
Employees perceived that supervisors are acted as an agent of the organization
(Eisenberger et al., 2002) who implemented the organization’s policies and practices to
create a favorable workplace for them, which in turn, enhance their emotional and
psychological resources by reducing the strain created from work demands (Luk &
Shuffer, 2005; Frye & Breaugh, 2004). In their study, Selvarajan et al. (2013) identified
that supervisory support had a negative impact on work conflict by using two large random
sample (N=1130, N=2769). These findings also supported by Karatepe and Kilic (2007)
identified that SS mitigated frontline employees’ conflict in the work-family interface
which might enhance their job satisfaction by using a sample of 296 frontline hotel
employees in Cyprus. Another study showed the mediating effect of perceived SS on
justice and trust paradigm (DeConinck, 2010). Results posited that supervisory support
acted as a mediator between the relationship of interactional justice and supervisory trust.
Moreover, distributive justice had a direct and indirect relationship with organizational
trust through supervisory support. Prior studies showed that SS may affect employees’
outcome in a various way, for example, level of SS have positive association to job
satisfaction and negatively related to burnout and intention to quit (Kalliiath & Beck,
2001; Hatton and Emerson, 1998; Munn et al., 1996). Research provided evidence that
the support from the immediate manager was crucial for employees’ positive behavior
during their role performance (Ling Suan & Nasurdin, 2016; Maertz et al., 2007; Payne
& Huffman, 2005; Maertz et al., 2003). Consequently, Dawley et al. (2008) conducted a
research by incorporating a sample of 346 employees working in the USA manufacturing

firms, and the survey data revealed that SS was the important predictor of OC and
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employee job search intentions. The survey data from a sample of 304 full-time employees
in Turkey, found that perceived SS moderated the negative relationship between OS and
turnover intentions (Kalemci Tuzun & Kamelci, 2012). Moreover, several studies
(Chauhan, Ghosh, Rai & Kapoor, 2017; Rai, Ghosh, Chauhan & Mehta, 2017; Singh &
Nayak, 2015) noted that supervisor support can act as a moderator to buffer the

relationship between the independent and dependent constructs.

2.6.2 Co-Worker Support

According to Babin and Boles (1996), CWS is the degree to which an individual feel that
co-workers are helpful, are available when needed and are concerned to solve work-
related problems. CWS termed as the assistance form co-worker at their workplace when
needed by giving encouragement and support as well as sharing knowledge and expertise
(Zhou & George, 2001). Susskind et al. (2003) defined CWS as “the extent to which
employees believe their co-workers are willing to provide them with work-related
assistance to aid in the execution of their service-based duties” (p. 181). Moreover, CWS
helps employees to do the things possible by providing emotional support, consideration,
useful customer information, and directive guidelines (Ducharme & Martin, 2000;
Woodman et al., 1993) and supportive colleagues also may help to create an encouraging
environment where individuals can share their new ideas or discuss about their mistakes
freely (Joiner, 2007). Chiaburu and Harrison (2008) stated that support from co-workers

had a positive influence on individual employee which may help them to cope with the
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organizational practices such as, work-team arrangement and the shift of job content to
more complex and collective tasks. Scholars also suggested that the role of CWS not only
limited to task related information and helping, but extended to employees’ socio-
emotional support for example, providing care, empathy and love (Rousseau et al., 2009).
In addition, Susskind et al. (2003) argued that CWS is a critical construct for employees
to accomplish a work-related task as it had a positive association with employees’ overall
morale. Various studies have showed that employees with high CWS are more likely to
have ability to deal with work-related stress, to solve customer problems, to improve
service performance and finally have less intention to quit the job (Tsai et al., 2009; Cho
& Johanson, 2008; Tsai et al., 2007) which may encourage employees to handle customer
requests and complaints effectively and efficiently (Karatepe, 2011). In fact, supportive
peers’ environment at the workplace create such a context where employees feel that they
get help from others and they share all the information which will enhance the learning
opportunity at their jobs (Van der Heijden et al., 2010). Prior studies showed that
emotional support from co-workers had a direct association with employees’ happiness
and could reduce the level of negative emotion and exhaustion (Sloan, 2013; Pugliesi,
1995; Turner & Marino, 1994; Menaghan, 1991; Loscocco & Spitze, 1990). CWS may
help to show the internalization of the behaviors of employees, through which they feel
psychological identification with their jobs at the workplace (Nugent & Abolafia, 2006).
Furthermore, research suggested that co-workers can provide support for each other to
deal with the work-related emotional experiences such as emotional labor (Korczynski,
2003; Lively, 2000) or feelings of anger (Lively & Powell, 2006; Sloan, 2004) created by
workers for others at the workplace. Study also supported that congenial relationship

between co-workers might increase the positive and reduce the negative emotions in the
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workplace (Sloan et al., 2013). According to Menguc and Boichuk (2012), CWS had a
positive and significant relation with unit identification. In their study, they revealed that
CWS acted as a moderator between customer orientation dissimilarity and sales unit
identification. They posited that customer orientation dissimilarity was negatively and
significantly related to sales unit identification when the level of CWS was low. Empirical
studies suggested that the employees’ social exchange relationships with coworkers had
positive influence on employees’ attitudes and performance (Sherony & Green, 2002). In
this regard, various studies found that CWS had a positive association with job
satisfaction, job involvement, work engagement, and OC (Karatepe et al., 2010; Chiaburu
& Harrison, 2008). The longitudinal study by Loi et al. (2014) documented that coworker
support was positively related to employees’ pro-motive voice and negatively related to
psychological stress. Furthermore, Xanthopoulou et al. (2008) suggested that peer support
had an indirect relation with job performance which was mediated by work engagement
among European flight attendants. Similarly, Chen and Kao (2012) found that colleague
support had a positive impact on flight attendant performance. In a more recent study, by
Chen and Kao (2014), revealed that social support (namely, CWS) had a direct influence
on flight attendants service performance and also had an indirect impact on the

relationship between proactive personality and service performance.
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2.6.3 Organizational Support

OS is defined as the degree of extent to which employees believe that their organization
give values to their contribution and have cares about their well-being (Eisenberger et al.,
2004). In other words, OS is the social exchange relationship between employer and
employee. Scholars identified OS as important construct since it has the positive impact
on the quality relationship of management-employee (Wayne et al., 1997), employee
engagement (Kinnunen, Feldt, & Makikangas, 2008; Saks, 2006), OC, organizational
citizenship behavior and retention (Eisenberger et al., 2002) and has the negative impact
on turnover intentions and deviant behavior (Colbert, Mount, Harter, Witt, & Barrick,
2004; Rhoades, Eisenberger, & Armeli, 2001). More specifically, organizations that give
more support and care for their employees, they feel reciprocate and want to show more
obligation towards their organization under the norms of SET (Rhoades et al., 2001,
Cialdini, 2001; Gouldner, 1960). Researchers argued that when employees perceived that
their organization treated them fairly, they will show strong engagement towards their
organization (Saks, 2006) and show negative attitudes towards the deviant behavior (Loi
et al., 2006). In the study of Sulea et al. (2012), found that employees with higher level of
OS showed more organizational citizenship behavior. Moreover, several studies (Rai,
Ghosh, Chauhan & Mehta, 2017; Jin, McDonald & Park, 2016; Hur, Han, Yoo & Moon,
2015) have also evidenced that OS has the buffering effect on the relationship between

antecedent variables and outcomes variable.
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Prior studies showed the relationship between WRS and employee engagement in
different dimension. For example, Vera et al. (2015) identified social support (SS and
CWS) as an important predictor of work engagement and SS could moderate the
relationship between job autonomy and work engagement but CWS could not. Another
study of Kalemci Tuzun and Kalemci (2012) showed that employees with high SS but low
OS will show a low level of positive attitudes towards the organization. Furthermore, the
multilevel modeling analyses revealed that supervisory support had a positive influence
on employee engagement under the context of high perceived autonomy by using the data
from 482 service employees (Menguc et al., 2013). In their study, De Clercq et al. (2014)
collected data from 263 employees of four IT companies to examine the moderating effect
of leader-follower social interaction on the relationship between antecedents and
consequences. Results of this study indicated that servant leadership could improve work
engagement when leader-follower social interaction was high. Moreover, they noted that
in a three-way interaction, with high level of social interaction between leader and their
follower, goal congruence had the higher moderating effect on the relationship between
job autonomy and work engagement. However, Brunetto et al. (2013) suggested that POS
has a positive impact on employee engagement. On the other hand, Sarti (2014) found
both the support from supervisor and co-worker were statistically significant predictors of
work engagement. Saks (2006) also found POS to be a strong predictor of both job
engagement and organizational engagement. Sawang (2012) cited that only SS, not peer
support, could moderate the relationship between job demands and engagement with a
sample of 307 managers working in technical IT firms. A recent study by Breevaart et al.
(2014) noted that transformational leadership and contingent reward were the crucial

predictors of social support and social support was positively related to work engagement.
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In addition, social support acted as a mediator between transformational leadership and
work engagement. The longitudinal study reported a reverse relationship between work
engagement and social support over time, such as, work engagement predicted both
supervisor and CWS (Biggs et al., 2014). Another study of Othman and Nasurdin (2013)
postulated that only SS could predict work engagement, whereas, colleague support had
no effect on engagement. Taipale et al. (2011) conducted a research based on a survey
data from Bulgaria, Finland, Germany, Hungary, the Netherlands, Portugal, Sweden and
the UK. Results supported that social support could enhance work engagement in each
country but in Bulgaria and Finland, the effect is relatively low. However, Shantz et al.
(2014) found that POS moderated the relationship between employee engagement and
turnover intentions and deviant behaviors with a sample of 175 employees, working in
UK. Authors argued that employees show low level of turnover intentions and deviant

behavior because POS has compensated for relatively low level of employee engagement.

2.6.4 The Moderating effect of Work Related Support (WRS)

WRS is the insightful helping relationships available within an organization (Leavy,
1983), which may reduce the stressful work environment and employee deviant behavior
(Halbesleben, 2006; Hobfoll et al., 2003). Indeed, employees seek for different WRS such
as SS, CWS and OS if they feel stressed in their workplace to cope with those job stresses
(Murrell et al., 1992). Prior research (e.g., Rai, Ghosh, Chauhan & Mehta, 2017; Chiu,

Yeh & Huang, 2015; Beehr et al., 2010; Schat & Kelloway, 2003; Kirmeyer & Dougherty,
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1988) found that different WRSs have buffering effect on the relationship between
stressors like tension, depression, and job dissatisfaction and employee outcome like
employee engagement. In addition, Beeble et al. (2009) noted that WRS had the strong
moderating effect on the relationship between psychological abuse, frustration and quality
of life, while Viswesvaran et al. (1999) found the weak interaction effect. Another study
by Vera et al., (2015) found the significant moderating role of SS on the relationship
between job autonomy and work engagement, while the role CWS was insignificant.
Likely, Sawang (2012) showed the weak moderating role of WRS on the linkage of job
demands and employee engagement. However, some studies (e.g., Hur et al., 2015; Singh
& Nayak, 2015; Bakker et al., 2005; Schaufeli & Bakker, 2004; Bakker et al., 2003)
identified significant buffering effect of WRS on the relationship between job demand and
psychological outcomes i.e. employee engagement. These inconclusive results of
moderating role of WRS on the relationship between employee engagement and its

antecedents warrant the need of further conceptualization.

This study, therefore, hypothesizes the complementary relationship between WRS and
OC, i.e.,, when employees perceive higher level of WRS, OC leads the employee
engagement at higher level. Employees with high level of WRS may exert low level of
deviant behavior towards the organization (Chiu, Yeh & Huang, 2015; Shantz et al., 2014,
Brunetto & Farr-Wharton, 2006). In another word, Bowling and Eschleman, (2010) stated
that high level of WRS could have the ability to enhance the employees' positive behavior.
Moreover, Bakker et al. (2007) found the positive relationship between WRS and

employee engagement. Therefore, with higher level OC under the condition of higher
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WRS, employees will be able to engage more at work. This suggests that the present of
WRS will strengthen the relationship between OC and employee engagement. Thus, this

study postulates the following hypotheses as:

Hypothesis 5a : Supervisor support moderates the relationship between OC and
Employee Engagement.

Hypothesis 5b : Co-worker support moderates the relationship between OC and
Employee Engagement.

Hypothesis 5¢  : Organizational support moderates the relationship between OC

and Employee Engagement.

2.7  Summary of Hypothesis Development

The summary of the hypothesis developed for the current study is as follows:

HRM practices (career advancement, employee participation, job

security, performance feedback, rewards & recognition, training
Hypothesis 1

& development) are significantly associated with employee

engagement.

Career Advancement is positively related to Employee

Hypothesis 1la
Engagement.
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Hypothesis 1b

Hypothesis 1c

Hypothesis 1d

Hypothesis le

Hypothesis 1f

Hypothesis 2

Hypothesis 2a

Hypothesis 2b

Hypothesis 2¢

Hypothesis 2d

Hypothesis 2e

Employee Participation is positively related to Employee
Engagement.
Job security is positively associated with Employee Engagement.
Performance Feedback is positively related to Employee
Engagement.
Rewards & Recognition is positively related to Employee
Engagement.
Training & Development is positively associated with Employee
Engagement.
HRM practices (career advancement, employee participation, job
security, performance feedback, rewards & recognition, training
& development) are significantly associated with Organizational
Commitment.
Career Advancement is positively related to Organizational
Commitment
Employee Participation is positively related to organizational
commitment
Job Security is positively associated with Organizational
Commitment
Performance Feedback is positively related to Organizational
Commitment
Rewards & Recognition is positively related to Organizational

Commitment.
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Hypothesis 2f

Hypothesis 3

Hypothesis 4a

Hypothesis 4b

Hypothesis 4c

Hypothesis 4d

Hypothesis 4e

Hypothesis 4f

Hypothesis 5a

Hypothesis 5b

Hypothesis 5¢

Training & Development is positively associated with
Organizational Commitment.

Organizational Commitment is positively associated with
Employee Engagement.

Organizational Commitment mediates the relationship between
Career Advancement and Employee Engagement.

Organizational Commitment mediates the relationship between
Employee Participation and Employee Engagement.
Organizational Commitment mediates the relationship between
Job Security and Employee Engagement.

Organizational Commitment mediates the relationship between
Performance Feedback and Employee Engagement.
Organizational Commitment mediates the relationship between
Reward & Recognition and Employee Engagement.
Organizational Commitment mediates the relationship between
Training & Development and Employee Engagement.
Supervisor Support moderates the relationship between
Organizational Commitment and Employee Engagement.
Co-worker support moderates the relationship between
Organizational Commitment and Employee Engagement.
Organizational support moderates the relationship between

Organizational Commitment and Employee Engagement.
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2.8 Research Framework

Based on prior literature, this study has selected the independent, mediating, moderating
and the dependent variables for the present study that is graphically presented in the figure
2.1 of research framework. This study framework has been grounded by the Social
Exchange Theory (Blau, 1964) to explain the theoretical philosophy of this study. The
basic norms of this theory have recently been widely used in organizational settings to
explain that how organizational supports for the employees help to create obligation
towards the organization. This theory is specially based on the reciprocate (Gouldner,
1960) relationship of employee and employer by which employees will feel obligated for

getting supports and reciprocate positive behavior in return to the organization.

The study framework suggests that the perceptions of banks employees towards the HRM
practices of that particular bank have the direct impact on OC. This hypothetical statement
is also supported by the previous studies of Allen et al. (2003) suggested that higher level
of perceptions of HRM practices will show the higher level of OC and OC will positively

influence employees’ positive behavior such as engagement (Shuck et al., 2011).

Moreover, this study also proposed that OC acts as the mediator between HRM practices
and employee beahvior like engagement. The mediating variable helps to understand the
relationship between predictor and outcomes that why such an effect might take place
(Baron & Kenny, 1986). Researcher (Matheieu & Zajac, 1990) theoretically argues that
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employees’ attitudes may mediate the impact of HRM practices on employee behavioral

outcomes. However, it is also proposed the buffer effect of WRS (i.e. SS, CWS and OS)

on the relationship between OC and employee engagement. Literature showed that higher

level of WRS from supervisor, co-worker and organization can strengthen the relationship

between OC and employees’ behavioral outcome i.e. engagement (Beehr et al., 2010).
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2.9  Chapter Summary

This chapter has discussed about the concept of study variable includes employee
engagement, HRM practices, OC, SS, CWS and OS, and subsequently develop the
research hypothesis for the purpose of this study. This chapter, more specifically, explores
relevant literature surrounded study variables to provide better backdrop for hypothesize

the relationships among these variables and to justify the research framework.
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CHAPTER THREE

METHODOLOGY

3.1 Introduction

In the previous chapter, relevant literatures on HRM practices, employee engagement, OC
and WRS have been discussed along with developing hypothesis and presenting research
framework. Indeed, a research project should incorporate that what is to be done
throughout the entire process of the research and how the outcomes will be used (Yin,
2003). This chapter, therefore, discusses the detail methodology of the study. Following
the discussion of philosophical position of the study, this chapter presents the research
design, population and sample, measurement of variables, data collection, questionnaire
design, pilot study, data analysis technique. Finally, this chapter is ended with chapter

summary.

3.2 Philosophical position of the study

Scholars reported that successful empirical study of social science mostly starts from a
properly articulated philosophical base (Blaikie, 2007; Trigg, 1985). In the philosophy of
science, there are two most important concepts have been found, one is ontology and
another one is epistemology. The concept of ontology included questions like, “what is
reality and what is it form and nature?” (Hudson & Ozanne, 1988) on the other hand,
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epistemology tries to discover about the nature of the relationship between the knower
and the issue that can be known (Carson et al., 2001). In fact, epistemology is the theory
of knowledge i.e. what is knowledge and how one can justify the knowledge. Moreover,
one should fulfill the criteria in order to be called knowledge rather than beliefs that are
thought to be unscientific (Blaikie, 2007). Therefore, in the field of social science
research, the questions related to ontology and epistemology do not give simple,
straightforward answers rather it includes several school of thoughts to defend their

philosophical paradigm.

In the academic literature, there are two dominants but opposing in nature philosophical
paradigms can be identified such as positivism and interpretivism that are associated with
their own ontological and epistemological ideologies. In the positivist ontological view,
the world is thought as an external (Carson et al., 1988) and it is thought that there is a
single objective reality in any research phenomenon or situation irrespective to the
researcher’s perspective or belief (Hudson & Ozanne, 1988). As a result, they have
adapted a controlled and structural approach to conduct a research by finding a practical
research topic, which incorporate a constructive research hypothesis and an appropriate
research methodology (Churchill & lacobucci, 2010; Carson et al., 2001). According to
Blaikie (2007, p. 95), “for the positivist, science is an attempt to gain predictive and
explanatory knowledge of the external world” (Keat & Urry, 1975, p. 4). There is another
important aspect for positivist researchers; they make distance from the participants of the
research to keep a neutral judgment about the reason and feeling (Carson et al., 2001).

Author also argued that positivist researchers always make a distinguish between fact and
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value judgment as they continuously seek for the objectivity and consistently make a

rational and logical approach to research (Hudson & Ozanne, 1988; Carson et al., 2001).

In contrast, interpretivism has been found just an opposite concept of positivism which
believe that reality is multiple and relative (Hudson & Ozanne, 1988). Further, authors
reported that these multiple realities are also depends on the other forms of methods to
understand the meanings (Lincoln & Guba, 1985), in fact, which make it even more
difficult to understand in terms of fixed realities (Neuman, 2000). In the ontological point
of view, “social reality is the product of processes by which social actors together
negotiate the meanings for action and situations; it is a complex of socially constructed
meanings” (Blaikie, 2007, p. 96). On the other hand, epistemologically researchers
defined knowledge as the engagement with everyday perception and meanings.
Academics noted that “the social researcher enters the everyday social world in order to
grasps the socially constructed meanings and then reconstructed these meanings in social
scientific language” (Blaikie, 2007, p. 96). In summary, the aim of an interpretivist
research is to understand the meanings with an emergent and collaborative approach rather

than to generalize and predict causes and effects (Neuman, 2000).

In brief, quantitative approach related with the social science research is considered into
positivist ideology paradigm while interpretivist philosophical paradigm is found to be
qualitative approach. Thus, the present study is logically placed under the positivist

tradition.
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3.3  Research Design

A research design is a master plan by which a researcher can implement specific methods
and procedures to collect and analyze the needed data on the selected population to obtain
the solution related to the problem statement (Sekaran & Bougie, 2010; Zikmund et al.,
2010; Blumberg et al., 2008). In other words, it is a framework or blueprint that help
researcher to conduct the research project. According to Sekaran (2003), a research design
is a detailed work that suggests how to carry out the research and it includes several
methodological steps such as purpose of study, types of investigation, extent of researcher

interference, study setting, time horizon, unit of analysis and so on.

In addition, Sekaran (2003) reported that a study could have a number of purposes, for
example, an exploratory research conducted to explore a phenomenon; an aim of a
descriptive study to describe a situation, an explanatory research has a purpose to test
some hypotheses. An exploratory study is concern to broadly figure out the nature of the
problem as the knowledge is limited within the existing area whereas the objective of a
descriptive research is to establish and narrate the characteristics under which the study is
going on, for instance, calculating the frequencies or percentages. Lastly, an explanatory
research gives focus to reveal the nature of the relationship within the social context. In
this regard, the present study belongs to an explanatory research since it attempts to
investigate the hypotheses to confirm the relationship between and among the interested

variables (Cassell & Symon, 1994, p. 2). More specifically, this study intends to explore
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the relationship between HRM practices and employee engagement through OC and how
WRS make the interaction effect on the relationship between OC and employee
engagement. Moreover, to test these hypotheses, the present study fits in to the deductive
approach by which the study hypotheses are being tested to validate and confirm the

applicability under some certain theories.

Based on the type of investigation, literature suggested that the study could be causal and
correlational in nature to fulfill the research objectives. The study is called causal when it
finds the cause of the relationship i.e. why a social thing happens, on the other hand, when
a study intends to explore the association among the variables is called correlational. With
this view, the present study is correlational rather causal. As, this study does not attempt
to reveal the cause and effect relationship rather it has the focus to examine the association
among the variables such as HRM practices, OC, WRS and employee engagement.

Therefore, the present study is correlational in nature.

However, there is a close link between type of investigation and the extent to which a
researcher has interference with the normal flow of events. Since, the nature of the present
study is correlational; the interference of a researcher with the natural flow of events is
limited to distribute the questionnaire except an intentional motive of researcher to
manipulate or modify the work process. In a research process, researcher uses
questionnaires as a technique to gather and collect data that initiate a controlled measure.

Another issue that should be addressed in the research process is the research setting which
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may be contrived or otherwise. The present study is non-contrived in nature because the
study is conducted within a normal work context in where work proceeds naturally. A
research setting is called contrived when a researcher normally conducted a research in a
lab-like environment where a researcher has the discretionary power to manipulate the
environment to establish a cause and effect relationship. The present study focuses on the
listed private commercial banks in Bangladesh to conduct a survey and only respondents
are asked to complete the questionnaire that does not create disturbance at any means in
the way of their work. Indeed, they (respondents) are requested to fill the questions at their

convenient time.

Furthermore, a cross-sectional survey design is being adopted to conduct this study and
the survey instrument is self-administered questionnaire that is the most popular method
to collect data in a survey research (Bourque & Fielder, 2003). Thus, the data is collected
once during the entire period of the research work by ignoring any further changes across
time and places. After preparing the questionnaire, this study collects data by considering
all the modifications that needs to be incorporated in the final study. As a result, it
considers as a cross-sectional rather a longitudinal in which data is collected more than

once throughout the study period (Sekaran & Bougie, 2003).

Scholars (e.g., Sekaran & Bougie, 2010; Zikmund et al., 2010) noted that a researcher
must give a clarification about their unit of analysis to achieve a solution to their problem

statement. The present study complies an individual level of analysis to analyze the data.
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Neuman (1997) define unit of analysis as the type of unit by which a researcher can
measure and explain the study variables (Sekaran, 2003). In other words, it refers to what
are the objects that will be analyzed in the study. Thus, the individual data is collected
from every respondent who participate in the survey considered the unit of analysis. Then
the sum of all individual data considers as an aggregate so that the respondent’s identity
cannot be traced directly. By taking this measure, researcher can protect the participant
identity that are taken to meet the ethical requirements and standards during the survey
process which also help to make the participants ease while fulfilling the questionnaire
that their identity remains confidential and encourage them to respond honestly into the

survey method (Crow & Wiles, 2008; Whelan, 2007).

In conclusion, to satisfy the research objectives of this study, survey research is designed
to quantify certain factual information (Zikmund et al., 2012). In addition, the researcher,
in designing the survey, is able to reach a higher number of companies that are
geographically scattered (Sekaran, 2003; Babbie & Benaquisto, 2002) with relatively low
costs (Zikmund et al., 2010). In fact, no other method of observation but only survey
method could have the general capability to describe the characteristics of a large
population. However, in this study a survey method is implemented to explore the
relationship between HRM practices, OC, WRS and employee engagement by using
questionnaires. For this study, survey research design is suitable as the purpose of this
study is to demonstrate the phenomenon of employee engagement by considering the
general opinion and perceptions of the respondents who are working in various listed

private commercial banks in Bangladesh.
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3.4  Population and Sample

In order to determine the respondents for this study, there is the need to identify the

population and the sample to be selected.

3.4.1 Population

The population is defined as those people, events, or records that contain the desired
information and have the ability to answer the measurement question (Cooper &
Schindler, 2008). As the present study intends to explore the banking employees’
perception about HRM practices within their banks, it includes only full-time employees
working at different branches of private commercial banks mainly located in Dhaka city,
Bangladesh. The present study considers only those employees who are working more
than two years i.e. who have completed their probationary period in that particular
organization. In the context of Bangladesh, according to Banking Company Act (1991),
employees should be in two years’ probation period to enjoy the full-time employee status.
According to Price (2001), employees who are considered as full-time employees are
expected to build long term relationships with the organization. Furthermore, scholars (De
Cuyper et al., 2009) also pointed out that organizations feel more concern to the full-time
employees since full-time employees are more dedicated towards the organization
compare to part-time or contractual employees. In fact, studies found that transition of

workers form temporary to permanent will increase their level of engagement (De Cuyper
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etal., 2009). This research also excludes top management (i.e. branch managers) because
top managers are considered as the agent of that organization (Eisenberger et al., 2002)
who normally develop the policies of human resources to be translated into practices, thus,
it is deemed not be appropriate to collect their opinions about the practices being

implemented, since they could be biased in their views.

According to Dhaka Stock Exchange (DSE) report (2015), there are 30 private
commercial banks in countrywide. However, the current study only considers the branches
of those banks that are situated in Dhaka Metropolitan Area (DMA) as all the bank’s head
offices and branches are in Dhaka city. Thus, the highest number of branches are covered
in this study. However, in considering the time and cost, it does not incorporate all the
branches of 30 commercial banks that are located in various parts of the country. More
specifically, it is near to impossible to cover all the elements of the population in survey
study (Sekaran, 2003; Zikmund, 2003). According to Talukder et al. (2014) and Afroj
(2012), all the banks in Bangladesh have their head offices in Dhaka and most of the HRM
related strategic decisions have been made by the head offices of that particular
organization. From each bank’s website and annual report, it is identified that there are
27,161 full-time employees working in different banks within Dhaka city. Therefore, the
population of the study is 27,161 full-time employees. All the branches of 30 commercial
banks are located in different areas in DMA. Table 3.1 (see Appendix A) describes the

number of employees and branches located in the Dhaka city.
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3.4.2 Sample and Sample Size

It is very important to choose a right sample that is always crucial for the success of any
research. Sampling is the process by which some elements are selected from the
population to represent the whole population (Cooper & Schindler, 2008). Sekaran (2003)
defined sample as a subset of a population that comprise some selected members of that
particular population. Some scholars noted that sampling is necessary for practical reasons
i.e. in case of big and scatter population it is viable to make a sample so as to save money,
time and effort that is also helpful to reduce errors especially when one has to deal with a
large population (Sekaran, 2003; Zikmund et al., 2012). The most important issue to be
considered in sampling, that how big the sample size should be taken by a researcher, to
generalize the findings of the population and thus interpreting the results with a degree of
confidence. Sekaran (2003) also argued that researcher can produce more reliable results
for the study by choosing an appropriate sample from the population. In addition, scholars
also have the little consensus about the sample size but they have agreed at one point that
generally a sample should be bigger since a smaller sample may have tends to produce
unreliable correlation coefficient and results in statistical insignificant (Pallant, 2007;

Zikmund et al., 2012).

According to Roscoe (1975), following the general rule of thumb, the sample size should
be in between 30 and 500, could be accepted depending on the type of sampling design

and research question investigated. Roscoe (1975) (referenced in Sekaran, 2003) further
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argued that, in terms of multivariate studies, the sample size should be several times larger
(preferably 10 times or more) than the variables of the study to reach statistical
significance. Since, present study has used 11 study variables, the required sample size

should be 110 or more.

Another popular method for determining the sample size is Krejcie and Morgan’s (1970)
sampling table used by various studies that assumes the alpha value of .05 and an accuracy
level of .05 (Bartlett et al., 2001; Cohen, 2003, Research Advisors, 2006). In the present
study, the target population is 27161 and based on the Krejcie and Morgan (1970) table,
the sample size should be around 379 for the population of more than 20000 and less than
30000. However, sample size determination table, given by Krejcie and Morgan (1970),

is also compared to a more recent method called G-Power.

In their study, Prajapati et al. (2010) described that G-Power is a process, mainly used in
social science studies, by which a researcher could be capable to compute five different
types of power analysis. One of the most important power is priori power that is more
relevant for determining sample size since it comprised specified power, alpha level and
effect size which are required to determine a sample size. Cohen (1992) noted that it is
important to identify the statistical power for determining the probability to reject a false
null hypothesis (Ho) which is also known as Type Il error. In addition, Cohen (1992)
argued that statistical power usually should be set at 0.80 or 80% to ignore of engaging in

Type 1l error. In other words, there is a 20% chance that a researcher may accept null
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hypothesis (Ho) i.e. beta is 0.20 or 20% (Prajapati et al., 2010). Cohen (1992) also pointed
out that a sample size should not be too smaller that will lead to a Type Il error or should
not be too large that will exceed scholar’s resources (p. 156). In this regard, a researcher
should set their alpha value at .05 that represents the level of risk to reject a true null
hypothesis (Ho). Bartlett et al. (2001) also suggested that in general, an alpha level of 0.05

Is acceptable in most social science research (Ary, Jacobs & Razavieh, 1996).

Another element of G-Power should be considered to calculate sample size is the effect
size. It is the degree to which a researcher believes that null hypothesis (Ho) is false
(Cohen, 1992), that is set against an alternate hypothesis (H1). According to Cohen (1992),
effect size is the extend that Ho is false and is indexed by the discrepancy between Ho and
H: (p. 156). Unlike, other statistical test index, he proposed a scale to develop the effect
size index by setting the effect size values conventionally at small (0.10), medium (0.30)
and large (.50) to test the significance of a sample. In the present study, the effect size
value was set at 0.10, statistical power was 0.95 (1- err prob), alpha was 0.05, predictors
were set as 6 as there are six HRM practices and response variable was set as 1 as
dependent variable is employee engagement. By incorporating all the values, the sample

size has been calculated was 215 for the present study.

Apart from the G-Power calculation, there is another approach called Dillman’s (2011)

formula also applied for determining the sample size. The formula is shown below,
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. (N (P)(1 = p)
N, - D(B/0)" + ()1 - p)

Where,
Ns= Expected sample size
Np= Total size of the population that is 27161

P= the proportion of population that is expected to choose from two response

criteria is 50% or 0.5
B=sampling error at £5% or .05
C= Z statistical confidence interval level at .05 is 1.96

Thus, the calculation of sample size is as follows,

v = (Np)(P)(1—p)
s — 2
Ny, - DB/ + ) -p)

~ (27161)(.5)(1 — .5)
(27161 — 1) (10—956)2 +(.5)(1—.5)

_ 6790.25

Ng = = .
s 1793 378.68

By giving all the relevant values in the above equation, it has got a sample size of 378.68

that approximately 379.
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In conclusion, based on the G-Power calculation and Dillhum’s (2011) formula, this study
has got the sample size of 215 and 379 respectively that are not more than the sample size
given in Krejcie and Morgan’s (1970) table. Therefore, present study considers a sample

size of 379.

3.4.3 Sampling Technique

In quantitative research, it is important to make a sample that is representative of a large
population to enhance the generalizability of findings (Bryman, 2003) through an
appropriate sampling design (Singleton & Bruce, 2005). In general, there are two types of
sampling design, one is probability sampling and another one is non-probability sampling.
Probability sampling is a process in which all the elements of a population have the equal
chance of being selected randomly in the sample whereas, in the non-probability sampling,
there will be no equal chances to select in the sample i.e. the selection of the cases will
not be picked randomly (Singleton & Straits, 2005). More specifically, non-probability
sampling may have the chance of biasness in the sample selection process and hence, it
could be invalidated to generalize the study findings. On the other hand, in probability
sampling, all the elements in the population have a known chance of being included in the
sample. Moreover, scholars also suggested that non-probability sampling has the
limitation to explain the application of mathematical probability theory to estimate sample
accurately (Singleton & Straits, 2005). Thus, the data will be collected through non-

probability sampling design will not be fitted to analyze parametric test such as regression
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analysis (Sekaran, 2003). Therefore, the present study chooses probability sampling to

avoid the limitations of non-probability sampling.

In case of probability, there are four types of sampling technique such as simple random
sampling, stratified random sampling, cluster sampling and systematic sampling. Simple
random sampling denotes that all the objects have the equal possibility to select from the
entire population to make any combination of elements. In stratified random sampling, the
entire population has been divided into different strata or division and an independent
sample will be randomly selected from each stratum. For the cluster sampling, a researcher
has divided the target population in different groups or areas known as clusters and
randomly selects a cluster as the sample. Systematic sampling is a process by which an
element of a sample could have selected from a sampling frame and each object have the
equal opportunity of being selected i.e. researcher follows the simple random sampling
process within a given sampling frame. However, non-probability sampling includes
convenience, purposive and quota sampling technique. Convenient sampling technique is
used when a researcher selects the elements that are conveniently available and cannot use
the findings for the basis of generalizing. Purposive sampling comprises the care selection
of subjects that will represent a specific dimension of that particular population. In quota
sampling, the elements of a sample are divided into different strata and then select non-

randomly to fill the allocated quotas.
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For the purpose of the present study, it employs multistage cluster sampling to obtain a
representative sample from the target population. Zikmund et al. (2012) suggested that the
aim of multistage cluster sampling technique is to make a sample economically and to
ensure that clusters will be selected randomly. Cohen and his colleagues (2011) stated that
multi-stage cluster sampling is an extension of cluster sampling by adding two or more
phases while selecting a sample. Similarly, Saunders, Lewis and Thornhill (2012) argued
that multi-stage cluster sampling is a development of cluster sampling. This technique
includes modifying a cluster sample by adding at least one more stage of sampling that
also involves some form of random sampling and sampling procedures at each stage may
differ. It is not necessary that the sampling procedures at each stage be the same (Daniel,

2011).

Hassanzadeh et al. (2009) acknowledged that multi-stage cluster sampling is like cluster
sampling, but incorporates selecting a sample within a chosen cluster, rather than
including all units in the cluster. Onwuegbuzie and Leech (2007) stated two reasons for
using multistage cluster sampling, if there is a proportionately larger population or its
members are not easy to identify. One of the most important characteristics of cluster
sampling is to have the homogeneity of the cases among the clusters that will represent all
the clusters within the population. In fact, the subjects of each cluster have the similar
characteristics such as background, attitudes, behavior (Gay & Diehl, 1992). In this study,
clusters considered the banks located in DMA as the employees working in the banks are

similar to each other in terms of background, working condition, job performed etc. Thus,
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to achieve the research objective, multistage cluster sampling technique is an appropriate

approach to use.

In this study, Dhaka city is chosen in the early stage based on the criterion of geography.
In the current study, majority of the banks are located in capital city, Dhaka, as it is the
economic hub in Bangladesh. The second stage is chosen based on the criterion of location
by dividing the entire Dhaka Metropolitan Area (DMA) in fourteen major commercial
zones that are called clusters. After determining the number of clusters for this study,
simple random sampling is being performed to get one cluster among 14 clusters and
Mirpur area of DMA is being randomly selected. The selected area consists 75 branches
of 30 private commercial banks that incorporates a total of 2391 banks employees (see in
Table 3.2). As the sampled elements are geographically dispersed in Mirpur area, the third
stage is chosen based on the criterion of highest number of banks’ branches located in
different three locations in Mirpur namely, Pallabi, Mirpur Sector-1 and Begum Rokeya

Sarani.

Table 3.2
Major commercial areas in Dhaka City and No. of branches of PCBs
No.  Major commercial areasin  No. of Branches of No. of

Dhaka City PCBs elements in per
cluster
1 Banani 30 956
2 Baridhara 48 1530
3 Dhanmondi 54 1721
4 Gulshan 46 1466
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5 Old Town 130 4144
6 Jatrabari 36 1148
7 KawranBazar 42 1339
8 Malibagh 77 2455
9 Mohammadpur 44 1403
10 Motijheel 86 2742
11 Mirpur 75 2391
12 Ramna 80 2550
13 Tejgoan 35 1116
14 Uttara 69 2200

Source: Annual reports of 30 private commercial banks in year 2015

Sampling enables the researcher to study a proportion of all the possible members of a
population in order to generalize the findings of a research (Ary et al., 2009). Thus, to
obtain the desired sample size of the target population and to determine the proportion of
each area of Mirpur in sample size, sampling ratio is applied. In this study, since the
number of elements in this cluster is 2391 banking employees and the sample size based
on Dillhum’s (2011) formula is 379, so the sampling ratio is 379/2391=.158 or 15%.
Then, this study draws the proportion of each area based on sample size. The expected

proportion of samples from each area is calculated by the following formula.

nz=(Nz/N)xn

Where nz is the sample size for each area, Nz is the population size for each area, N is

total population size for this cluster, and n is total sample size. Table 3.3 shows the




distribution of each area’s proportion within the target population. Therefore, 379

questionnaires are prepared and administered to the respondents based on the proportion

for respective areas.

Table 3.3
Proportionate Sample Size Computation
Number of
Elements
Number Divide by
No. of of Total Total
Branches | Elements | Population | Population | (Nz/N) | Proportionate
Selected States (z) | of PCBs | (Nz) (N) (Nz/N) Xn sample (nz)
Pallabi 24 765 2391 0.320 121.28 121
Begum Rokeya
Soroni 31 088 2391 0.413 156.65 157
Mirpur Secotr 1 20 638 2391 0.267 101.07 101
Total 75 2391 n =379

3.5

Operational Definitions and Measurement of variables

Operational definitions referred to the concepts that are solely depended in terms of the

operations which help researcher to measure the constructs used in the study. All of the

variables used in the research framework that are conceptualized as followings.
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3.5.1 Employee Engagement Measures

The dependent variable of this study is employee engagement defined as the positive,
fulfilling, and job-related position of mind that is manifested by three dimensions such as
vigor, dedication and absorption (Schaufeli et al., 2002). This study adopted three
dimensional 17 items (see in Table 3.4) scale from Schaufeli and Bakker (2003) to
measure employee engagement includes vigor (6 items), dedication (5 items) and
absorption (6 items). Prior studies (De Braine & Roodt, 2011; Schaufeli & Bakker, 2004)
confirmed the adequate reliability (Cronbach’s alpha values varying from .70 to .91) of
this 17 items engagement instrument. The respondents are requested to rate their level of
agreement or disagreement of the given engagement statements through a 5-point Likert

scale ranging from 1=strongly disagree to 5=strongly agree.

Table 3.4
Employee engagement measures

Dependent Operating

Variable Definition Dimensions Codes Items Description sources
Employee A positive, At my work, | feel that | am Schaufeli &
Engagement  fulfilling, EE1 bursting with energy. Baker,

and  work- . 2004;
related state Egy | flnd_ the work that | do full of Schaufeli et
of mind that meaning and purpose. al., 2002
is Vigor EE3  Time flies when I’'m working.

characterized EE4 At my job, | feel strong and

by vigor, vigorous.

dedication EE5 | am enthusiastic about my job.

gggorption Ege  When | am working, | forget

everything else around me.
EE7 My job inspires me.

o Egg  When I get up in the morning, |
Dedication feel like going to work.

EE9 I feel happy when I am working
intensely.
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EE10 | am proud of the work that I do.
EE11 | am immersed in my work.

Eg12 | can continue working for very
long periods at a time.

EE13  To me, my job is challenging.
EE14 I get carried away when I'm
working.

At my job, I am very resilient,
mentally.

EE1e It is diff_icult to detach myself
from my job.

Absorption EE15

Eg17 At my work_l always persevere,
even when things do not go well.

3.5.2 HRM practices Measures

As mentioned earlier, HRM practices are the independent variables in this study, and it
includes performance feedback, rewards & recognition, training & development, job
security, career advancement and employee participation. There is a minor change has
been made in the adapted scale where the word organization has been replaced with a
word of bank. The details of all the items descriptions of each variable along with the

adopted sources is given below in Table 3.5.

The first component of HRM practices is performance feedback that is operationalized as
the extent to which employees have the opportunity to get useful information from their
supervisors that may help them for further development at their job (Zhou & George,
2001). In this study, performance feedback is measured with a total of 3 items scale that
is adapted from Zhou and George (2001) and previous research confirmed the reliability

120



for this variable i.e. Cronbach’s alpha value ranging from .80 to .86 (Menguc, et al., 2013;
Joo & Park, 2010; Zhou, 2003). The respondents are requested to rate their level of
agreement or disagreement of the given performance feedback statements through a 5-

point Likert scale ranging from 1=strongly disagree to 5=strongly agree.

Rewards & recognition operationalized as the extent to which employees get different
types of outcomes for doing well in their job (Saks, 2006). This study incorporates 7 items
to measure rewards and recognition adapted from the study of Saks (2006) and several
studies (Bhatnagar, 2014; Saks, 2006) confirmed the reliability value ranging from .76 to
.80. The respondents are requested to rate their level of agreement or disagreement of the
given rewards and recognition statements through a 5-point Likert scale ranging from

1=strongly disagree to 5=strongly agree.

Training & development operationalized as the extent to which organizations provide
training for their employees’ skill development within the organizations (Delery & Doty,
1996). A total of 4 items instrument is considered to measure this variable adapted from
Delery & Doty (1996). Additionally, Akhtar et al. (2008) have used this scale and confirm
the internal consistency and reliability value at .83. Respondents give their opinion on 5-

point Likert scale ranging from 1=strongly disagree to 5=strongly agree.
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According to Delery and Doty (1996), job security is the extent to which an employee
wants to continue his/her job for an extended period of time. Similarly, Davy et al. (1997)
defined job security as the perceptions of stability and continuation of one’s job as well as
its features for continuing the job. In fact, job security is the extent to which organizations
give their employees a stable employment (Herzberg, 1968). Measurement instrument for
this construct is adapted from Delery and Doty (1996). Prior studies (Gong & Chang,
2008) found the internal consistency value for job security is .77. The items are rated

through a 5-point Likert scale ranging from 1=strongly disagree to 5=strongly agree.

Career advancement on the other hand refers as the degree to which an employee has the
professional opportunity or chances to move upward within the organization (Delery &
Doty, 1996). Measurement instrument is adapted from Delery and Doty (1996). Prior
studies (Gong & Chang, 2008) found the internal consistency value for career
advancement is .82. The items are rated through a 5-point Likert scale ranging from

1=strongly disagree to 5=strongly agree.

Lastly, employee participation operationalized as the extent to which employees has the
right to give input for doing their work (Delery & Doty, 1996). The 4 items measurement
scale is adapted from Delery and Doty (1996) to measure employee participation. The
study of Akhtar et al. (2008) have used the same scale and recorded an internal consistency
value of .81. A sample item is “Employees in this bank are allowed to make many

decisions”. The respondents are requested to rate their level of agreement or disagreement
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of the given employee participation statements through a 5-point Likert scale ranging from

1=strongly disagree to 5=strongly agree.

(employees) to learn,
develop and improve
at job.

how | can improve my performance.

Table 3.5
HRM practices measures
Independent Operational
Variables: HRM peratl Codes Items Description Sources
- Definition

Practices

Career Advancement The extent to which  CA1 | have clear career paths in this bank. ~ Delery &
employees perceive I have a very strong future within this Doty, 1996
that their CA2 bank
organizations  give M ' . ithin_ thi
them a clear career y career aspirations within this
path CA3 bank are known by immediate

supervisors.

Employees in this job who desire
CA4 promotion have more than one

potential position they could be

promoted to.

Employee The degree to which epy  Employees in this bank are allowed to Delery &

Participation organizations allow make many decisions. Doty, 1996
thelr t?]mplpyeets fto Employees in this bank are often
?r:v_e ek INPUL 1O Ep2  asked by their supervisor to

pir work. participate in decisions.
Employees are  provided the
EP3  opportunity to suggest improvements
in the way things are done.
Superiors keep open communications
EP4 - A
with employees in this bank.

Job security The extent to which I can stay in the bank for as long as |~ Delery &
an employee can wish. Doty(1996)
continue the job in It is difficult to dismiss employees
that organization for ~ JS2 o i po ok Ploy
an extended time o

: Job security is almost guaranteed to
period. JS3 A
employees in this bank.
If the bank were facing economic
JS4  problems, employees in this job
would be the last to get cut.

Performance The degree to which PF1 My manager gives me sufficient Zhou, 2003

Feedback employees get useful information about work Goals.
information from ;

X . My manager gives me feedback on
their supervisors that ~ PF3 m))// perforr%]ange.
helps them PF2 My manager gives me feedback on
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Rewards & The extent to which

Recognition employees  receive
the various forms of
outcomes for their
better job
performance.

RR1

RR2

RR3

RR4

RR5

RR6

RR7

Employees in this bank receive a pay
raise for improving the level of
performance.

If I improve the level of performance,
I get more freedom to do my work in
this bank.

If | improve the level of service to the
bank, | get more challenging work
assignments.

People | work with in this bank show
a respect for better performance.

If | improve the level of job
performance, | receive a praise from
my manager

Employees in this bank receive a
public recognition (e.g. employee of
the month/year) for their excellent job
performance

Employees in this bank receive a
token of appreciation (e.g. lunch) for
improving the level of service to the
bank.

Saks, 2006

Training & The extent to which

Development organizations provide
training, both formal
and informal, to their
employees in a job.

TD1

TD2

TD3

TD4

Extensive training and development
programs are offered by the bank to
improve my job skills.

Employees in this bank normally go
through training programs every few
years.

There are formal training programs to
teach new hires the skills they need to
perform their jobs.

Formal training programs are offered
to employees in order to increase their
promotability in this bank.

Delery &
Doty
(1996)

3.5.3 Organizational Commitment Measures

OC is the mediating variable for this study. According to Allen and Meyer (1990), OC is

the extent to which employees feel a strong desire, need or an obligation to stay or identify

themselves towards the organization. A total of 24 items instrument is chosen to measure
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OC comprising three dimensions such as affective commitment (8 items), continuance

commitment (8 items) and normative commitment (8 items) adapted from Allen and

Meyer (1990). Minor changes have been made by replacing the word organization with

bank. A sample question of affective commitment includes “I would be happy to spend

rest of my career with this bank”, for continuance commitment, “It would be too costly

for me to leave my bank now” and for normative commitment “Jumping from bank to

bank seems unethical for me”. Study (Allen & Meyer, 1990) results confirmed the internal

consistency values are .86, .82 and .73 for affective, continuance and normative

commitment respectively. The respondents are requested to give their opinion through a

5-point Likert scale ranging from 1=strongly disagree to 5=strongly agree. All the items

details are given below in Table 3.6.

Table 3.6
Organizational commitment (OC) measures
Mediating Operating . . s
Variable Definition Dimensions  Codes Items Description sources
Organizational ~ Employees’ ocy |would be happy to spend the rest Allen &
Commitment strong desire, of my career with this bank. Meyer
n:‘;?_d t_or a;n 0c2 I enjoy discussing about my bank (1990)
obligation 1o with people outside it.
stay and . . .
identify 0c3 I really feel as if this bank's
themselves in problems are my own.
a particular I think that | could not easily
organization. . OC4  become attached to another bank
Affective as | am to this one.
commitment i .
I feel like “part of the family’ at my
0C5
bank.
I feel ‘emotionally attached’ to
océ this bank.
This bank has a great deal of
ocC7 :
personal meaning for me.
ocs | feel a strong sense of belonging

to my bank.
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Continuance
commitment

0C9

OC10

OC11

OC12

OC13

OC14

OC15

OC16

I am afraid of what might happen
if I quit my job without having
another one lined up.

It would be very hard for me to
leave my bank right now, even if |
wanted to.

Too much in my life would be
disrupted if | decide | wanted to
leave my bank now.

It would be too costly for me to
leave my bank now.

Right own, staying with my bank
is a matter of necessity as much as
desire.

| feel that | have too few options to
consider leaving this bank.

One of the few serious
consequences of leaving this bank
would be the scarcity of available
alternatives.

One of the major reasons |
continue to work in this bank is
that leaving would require
considerable personal sacrifice
and the current benefits may not
match with other banks.

Normative
commitment

OC17

OC18

OC19

0C20

0C21

0C22

0Cz23

0C24

I think that people these days
move from bank to bank too often.

I believe that an employee must
always be loyal to his or her bank.

Jumping from bank to bank seems
unethical for me.

One of the major reasons |
continue in this bank is that loyalty
is important, and therefore feel a
sense of moral obligation to
remain.

If 1 got another better offer for a
better job elsewhere, | would not
feel it was right to leave my bank.

I was taught to believe in the
value of remaining loyal to one
bank.

Things were better in days when
people stayed with one bank for
most of their careers.

I think that wanting to be a
‘company man’ or ‘company
woman’ is sensible.
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3.5.4 Work Related Supports Measures

In this study, three types of Work Related Supports (WRS) such as supervisor support
(SS), co-worker support CWS) and organizational support (OS) are used as moderating
variables. According to Eisenberger et al. (2002), SS is the extent of perceptions of
employees that their supervisors are concerned for their employees’ well-being. This study
measures SS with 4 items scale (e.g. my immediate supervisor in this bank demonstrates
trust and confidence on me) that is confirmed a Cronbach’s alpha value of .89 (Saks,
2006). OS on the other hand is operationalized as the extent of general beliefs of the
employees that their organizations recognize their contributions and aware of their well-
being (Rhoades et al., 2001). The instrument measured by 8 items short form of the survey
of OS (SPOS) used by Saks (2006) adapted from Rhoades et al. (2001) and found an
adequate Cronbach’s alpha value of .89 (Saks, 2006). CWS is operationalized as the extent
to which employees perceive that collogues help them in solving problem and get them
available when required (Karasek, 1985). A total of 4 items scale (e.g. the people 1 work
with in this bank are helpful in getting the job done) used by Vera et al. (2015) that is
adapted from Karasek (1985). The Cronbach’s Alpha is ranging from .79 and .81 (Vera et
al., 2015; Karasek, 1985). For all the adapted instruments, minor changes have been made
by replacing the word organization with bank. All the items are rated by using a 5-point
Likert scale ranging from 1=strongly disagree to 5=strongly agree. Table 3.7 is given

below incorporates all the items of each construct.
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Table 3.7

Work Related Support (WRS) measures

Moderating Operational _—
Variables: WRS Definition Codes Items Description Sources
Supervisor The extent to which My immediate supervisor in this bank ~ Eisenberger
Support employees perceived  SS1  demonstrates trust and confidence on etal.
that their supervisors me. (2002)
have the concern for . . S
their well-being and  SS2 My |mmed|_ate supervisor in this bank
. - treats me with dignity and respect.
recognition for their . . R
contributions. ss3 My immediate supervisor in this bank
gives me authority to do the job.
My immediate supervisor in this bank
SS4 s concerned about the well-being of
those employees under him
Co-Worker The degree to which My colleagues in this bank provide Karasek
Support employees feel that CS1  helpful information or advice about (1985)
their colleagues are my work.
supportive in pro_blem My colleagues in this bank provide
solving and available cS2 | d heloful feedback about
when needed. clear and helpful feedback about my
work.
cs3 The people | work with in this bank
are helpful in getting the job done.
People | work with are competent in
CS4 : ]
doing their jobs.
Organizational A general belief of 0s1 My bank really cares about my well-  Rhoades et
Support employees that their being. al. (2001)
organization  will My bank strongly considers my goals
values their OS2 an)d! AT 2 ye
contribution and |
cares about their OS3 My bank shows a strong concern for
well-being. me
0S4 My bank cares about my opinions.
My bank is willing to help me if | need
0S5 .
a special favor.
Help is available from my bank when
0S6
| have a problem.
My bank would forgive an honest
0s7 :
mistake on my part.
If given the opportunity, my
0S8  organization never try to take

advantage of me
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3.6 Questionnaire Design

All the questionnaires are set in English, since professional level employees for instance
banking employees can and very often they are used to do their job in English. Every
respondent in this study receives six-page questionnaires along with a cover letter. The
survey questionnaire is attached in Appendix B. Table 3.8 represents the summary of all
independent (exogenous) variables, dependent (endogenous) variable, mediating variable

and moderating variables.

Table 3.8
List of Research Variables
Number
Variable Symbol Dimensions of
Questions
Vigor 6
Depe_ndent Employee EE Dedication 5
Variable Engagement
Absorption 6
HRM Practices
Career Advancement CA - 4
Employee Ep : 4
Participation
|ndependent Job SeCurity JS - 4
Variable Performance PE i 3
Feedback
Reward_s_ & RR i v
Recognition
Training & ™ i 4
Development
Affective 8
Mediating Organizational oC commitment
Variable Commitment Continuance 8
commitment
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Normative

commitment
Work Related Supports (WRS)
Moderating Supervisory Support SS -
Variable Co-Worker Support CWS
Organizational oS ]
Support
Total 83

The present study includes six-page survey questionnaires accompanied with the
measures of HRM practices, OC, WRS and employee engagement. It contains basically
four sections such as first section includes a total of 17 items of three dimensions to
measure employee engagement, second section incorporates HRM practices that are
measured by career advancement, employee participation, job security, performance
feedback, rewards & recognition, training & development. All the HRM practices
variables consist of 26 items. Third section contains a total of 16 items to measure WRS
variables (i.e. SS, CWS and OS). Section four is asked about OC and it contains 24 items
that represents three dimensions of OC. According to the rule of thumb of Anderson et al.
(2006), the minimum number of items should be 3 to measure a particular variable in a
particular study. In this regard, this study considers an appropriate number of items so that

all the study variables could properly been represented.

Lastly, section five incorporates demographic variables of participants. Several numbers

of demographic information are investigated for doing descriptive analysis of the
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respondents. This section includes a total of 6 items such as gender, marital status, age,
current experience, education qualification and total experience of the respondents. This
relevant information is needed to make the respondent profiles to investigate whether the
respondents are representative and able to make generalizations for the larger population

of employees or organizations.

3.7 Pre Test

Though the survey research instruments that are used to measure the study variables are
previously been validated, but it is important to test reliability and validity of the
instrument especially for the different environment or context prior to starting the main
study (Sekaran, 2003). In this view, the present study also conducted the pretest and pilot
test to get the reliability and validity of the measurement scale that included in this study.
Authors like Trochim and Donnelly (2006) noted that the level of stability and consistency
of an instrument could be measured through the reliability test and that is also helpful to
improve the instrument (Sekaran, 2003). With this view, the validity and reliability of this
questionnaire are undertaken to ensure that whether the items used in this study are really
credible to measure the constructs what they are supposed to measure (Hair, Black, Babin

& Anderson, 2009).

In present study, the questionnaires are taken to three academicians who are specialized
on HRM, organizational behavior and industrial psychology for content or face validity
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and to get some potential recommendations and observations. Based on their suggestions,
it develops and improves the questionnaire further. Again, this study distributes
questionnaires to some prospective respondents among the banking employees who are in

the population.

3.8 Pilot Test

To test the internal consistency, different scholars noted different figure of required
participants for pilot test. Some studies (e.g., Plaza-Ubeda et al., 2010; Lopez-Gamero, et
al., 2009) cited that the number of complete responses in pilot study should be ranged
from 15 to 30 whereas, other scholars like Cooper and Schindler (2008) noted the range
in between 25 to 100 respondents to be sufficient for pilot test. Therefore, this study
distributes 87 questionnaires among the bank employees situated in Dhaka City. A total
of 55 filled questionnaires out of 87 questionnaires are returned to the researcher. It is
noted that employees who participates in the pilot study they are excluded from the main
study. To determine the internal consistency of the measures, it uses reliability analysis to
identify the Cronbach’s Alpha of the study variables on the basis of those 55
questionnaires. It is found that most of the employees of banks clearly gives their opinion
and the reason perhaps that the employees (respondents) are educated who have at least
completed their graduation (Rana & Hossain, 2014). Table 3.9 provides the details of

internal consistency of the constructs in pilot study. It shows that all the 11 (eleven)

132



constructs are found to have a higher Cronbach’s alpha value of above .70f threshold that

is recommended by Hair et al. (2009) and Nunally (1978).

Table 3.9
Details of pilot study reliability (internal consistency) test (n=55)

No.of Cronbach's

Constructs [tems Alpha
1 Employee Engagement 17 0.96
2 Performance Feedback 3 0.90
3 Job Security 4 0.85
4 Career Advancement 4 0.86
5 Training and Development 4 0.84
6 Rewards and Recognition 7 0.94
7 Employee Participation 4 0.85
8 Organizational Commitment 24 0.95
9 Supervisor Support 4 0.85
10 Co-Worker Support 4 0.91
11 Organizational Support 8 0.95

3.9 Data collection Procedures

Data collection procedure is the essential part of a research design. A researcher can use
several ways to collect the data such as interviews, telephone etc. each has its own
advantages and disadvantages (Sekaran, 2003). Present study decides to distribute
questionnaires to the employees of the selected private commercial banks with a cover
letter that explains the purpose of the study. The purpose of the cover letter that attached

with the questionnaire is to clarify individual employee that the survey would be

133



considered as confidential and would be used for academic purpose only. This is treated
as the ethical guiding principles while collecting the hypothetically sensitive data. At the
time of distributing survey document to the individual respondent, a note of each
employee’s contact information more specifically the available mobile phone number is
being taken. During the time of distribution of questionnaire, researcher carries a notebook
to take a note of respondent’s name, phone number, expected date of returning
questionnaire, convenient time to communicate with them. Hence, after a week or two,
researcher may make a phone call to participants at their convenient time to recall that

whether the survey details are prepared for return or not.

The major limitation of questionnaire survey for primary communication could be the
misinterpretation of questions by some respondents. To address this problem, this study
selects simple and easy-going questions in the questionnaire. Another drawback could be
the response rate of the study. To enhance the response rate, it is thought to take an
initiative to distribute the questionnaire personally to the banking employees and briefly
describe the purpose of the survey. Another reason for personally distribution of
questionnaires is to confirm that all the participants are belongs to the defined population
i.e. all the participants have completed their probation period and none of the participants
Is managers. As Sekaran (2003) stated that personal distribution of questionnaire might
make the prominent status of the researcher in the mind of participants and in that sense,
this procedure could lead to a 100% response rate. In fact, through this method, researcher
can establish a credential relationship with the respondents which may have the positive

influence on response rate. Finally, a repeating call is made to the employees after one or
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two weeks as per their stated convenient time to prompt the survey work. In fact, it is
observed that reminding call can enhance the response rate particularly for those who are
very busy. Most importantly, participants have sufficient time and full freedom to
complete the survey questions as there is no interferences or influence on respondents.
The whole process of data collection is taken 14 good weeks i.e. three months and two

weeks.

3.10 Data Analysis

In this study, several statistical techniques are employed to analyze the data, to ensure that
the study data are accurately presented and examined. All the preliminary tests and main

data tests are also being conducted.

3.10.1 Descriptive Test

In Research, descriptive statistical analysis is the fundamental part of data. Researchers
can describe the data meaningfully by the descriptive analysis of huge number of data
with a few indexes. This study uses the SPSS 22.0 version software to analyze the
descriptive part of the data. Numerous steps are followed to determine the mean, standard
deviation, frequencies, percentages etc. for all the major study variables (i.e. dependent,

independent, mediating, and moderating). Furthermore, all the pretest like data screening,
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treatment of outliers, normality, multicollinearity and other relevant tests are also being

conducted.

Subsequently, the Smart PLS-SEM is employed to test the loadings of items, composite
reliability for internal consistency, convergent validity and discriminate validity. In
addition, for testing the hypothesis, the path model coefficients are being employed by

doing bootstrapping (Ringle, Sarstedt, & Straub, 2012).

3.10.2 Smart PLS-SEM

This study adopts the Partial Least Square Structural Equation Modeling (Smart PLS-
SEM) 3.0 version software. The PLS-SEM is a second-generation statistical technique
that allows researchers to investigate the complex multivariate relationships among
observed and latent variables (Vinzi, Chin, Henseler, & Wang, 2010). The PLS-SEM
method is treated as the member of regression tools and has been developed to analyze
the links between measurement (indicators) and structural model i.e. constructs (Chin,
Marcolin, & Newsted, 2003). According to Lowry and Gaskin (2014), PLS-SEM method
is a strong, flexible and superior for building the statistical model to test and predict the
theory. It has also the capability to achieve better reliability and validity statistical analysis

through path modeling.
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In recent time, management and social science researchers are more likely to use second
generation data analysis techniques to avoid the weaknesses related to employ the first-
generation tools (Hair, Hult, Ringle, & Sarstedt, 2014). By using PLS-SEM techniques,
researchers can include unobserved variables calculated indirectly through scale
indicators or items. In addition, it can also give the researchers the measurement error in
accounting for the observed variables (Hair et al., 2014). Moreover, PLS-SEM has many
other benefits like, least limitations on measurement scale, low sample size, non-normal
distribution of data, and predicting capability are the additional advantages for using PLS-
SEM. This technique of data analysis can also compute the models both using reflective
or formative measurements (Robert, Dennis, & Ahuja, 2008). Moreover, in contrary to
the covariance based approach such as AMOS or LISREL, Smart PLS-SEM is a
component based tool that calculates the lowest number of variances of all the endogenous

latent variables rather just to explain the covariance alone (Urbach & Ahlemann, 2010).

Hair, et al. (2012) stated that PLS-SEM is more suitable statistical tool when there is large
number of exogenous variables to explain few numbers of endogenous variables. In this
line, this study adopts the PLS-SEM technique to analyze the relationship between HRM
practices and employee engagement. The other goal of this study is to investigate the
mediation role of OC and moderation effect of SS, CWS and OS. Thus, the nature of the
present study is deemed as a complex research model that is explained by social exchange
theory. Therefore, it is required to apply a structural path modeling approach which is

suggested by other scholars, such as Hair et al. (2012) and Henseler, Ringle and Sinkovics
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(2009), that if the objective of study is predictive or expansion of an existing theory, the

best approach for statistical analysis is to use PLS structural path modeling.

3.11 Chapter Summary

This chapter incorporates a detailed description of how the research is being conducted
particularly to answer the research questions and objectives. More specifically, it gives an
elaborated view of methodological issues such as population, sample size, sampling
technique, procedure of data collection, defining variables and data analysis technique.
This section also describes the several analyses tools for instance, descriptive statistics,
and preliminary test by using SPSS 22 version and the utilization of SmartPLS-3 to test
research hypotheses through measurement and structural model analysis. The next chapter

discusses the findings of the study.
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CHAPTER FOUR

DATA ANALYSIS AND FINDINGS

4.1 Introduction

This chapter deals with the comprehensive analysis of the results that are obtained from
the survey questionnaires distributed to the respondents by using SPSS and Smart PLS
software. More specifically, this chapter represents the details of preliminary data analysis
includes response rate, non-response bias, normality test, multicollinearity, common
method variance, descriptive statistics and demographic profile of the respondents.
Further, the chapter includes the outcomes of measurement model and structural path
model. In measurement model, several techniques namely, individual items reliability,
internal consistency, convergent validity, and discriminant validity have been used to test
the reliability and validity of the data set. Additionally, the structural path model illustrates
the relationships among the main constructs of the study (HRM practices, organizational
commitment, supervisor support, co-worker support, organizational support, and

employee engagement).

4.2 Response Rate

In the present study, a total of 530 questionnaires have been distributed to the selected
three areas in Mirpur namely, Pallabi, Mirpur Sector-1 and Begum Rokeya Sarani as
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mentioned in the previous chapter. These 530 survey questionnaires have been personally
administered to the respondents in their respective locations. Out of 530 survey
questionnaires, 395 questionnaires are received. The total 395 returned questionnaires are
accounted for 75% of response rate. Yet, out of 395 returned questionnaires, 12
questionnaires were considered unusable as the participants have left either the page or
questions blank. Thus, these 12 returned questionnaires are treated as incomplete and have
excluded from the study. The remaining 383 questionnaires are accounted 72% usable
response rate which sufficient for further analysis as argued by scholars (Sekaran &
Bougie, 2010) stated that a response with 30% is adequate for further study. See the details

of response in Table 4.1.

Table 4.1
Response Rate of the Study Samples
Response Frequency/Rate

No. of distributed questionnaires 530
Returned questionnaires 395
Returned and usable questionnaires 383
Retur_ned _ and excluded 12
questionnaires
Questionnaires not returned 135
Response rate % 395/530= 75%
Usable response rate % 383/530=72%
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4.3 Non-response Bias Test

The term non-response bias simply refers to the difference of answers between
respondents and non-respondents (Lambert & Harrington, 1990). This is a typical problem
faced often by the researchers particularly in present time. Armstrong and Overton (1977)
defined non-response bias that the non-respondents are same as to those respondents who
are participated lately in survey. They further recommended that it is important to compare
the response behaviour among early and late respondents in order to test the existence of
non-respondent bias. In this study, early response has been defined as the responses
acquired before giving a first reminder (30 days from the questionnaires distributed) while
the responses received after that specific date are considered as late respondents. Based
on this criterion, 154 respondents are considered as early responses and 229 are late
responses, thus, this study has divided the samples into two groups based on their response
time. Results of these two groups of early and late responses are shown in Table 4.2. The
constructs of Likert-Scale indicators are further being tested to evaluate the significant
differences between early and late responses by using Mann-Whitney-U-test. Results
confirm that there is no significant difference between early and late respondents for
85.5% of the items that is a very acceptable result and it can thus conclude that there is no

existence of non-response bias of this study.
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Table 4.2
Results of Independent Sample Test using Mann-Whitney—U-test

Items Z-value P-value Items Z-value P-value
EE1 -0.315 0.753 EP4 -0.658 0.510
EE2 -1.647 0.100 SS1 -1.741 0.082
EE3 -0.489 0.625 SS2 -1.316 0.188
EE4 -1.224 0.221 SS3* -2.110 0.035
EES* -2.034 0.042 SS4 -1.554 0.120
EE6 -0.632 0.528 Cws1* -2.198 0.028
EE7 -1.107 0.268 CWS2 -1.852 0.064
EES8 -0.664 0.507 Cws3 -1.152 0.249
EE9 -1.615 0.106 Cws4* -1.993 0.046
EE10 -1.881 0.060 OS1 -1.413 0.158
EE11* -2.879 0.004 0S2 -1.956 0.050
EE12* -2.128 0.033 0S3 -1.341 0.180
EE13 -1.474 0.141 0s4 -1.000 0.317
EE14 -0.897 0.370 0S5 -1.587 0.112
EE15 -0.736 0.462 0OS6 -0.255 0.799
EE16 -0.127 0.899 OS7 -0.494 0.622
EE17 -0.326 0.744 0S8 -1.766 0.077
PF1 -0.342 0.732 OC1 -1.068 0.286
PF2 -1.108 0.268 0C2 -1.622 0.105
PF3 -0.603 0.546 0OCs3 -0.699 0.484
JS1 -0.922 0.356 OC4 -0.854 0.393
JS2 -0.320 0.749 0C5 -1.267 0.205
JS3 -1.087 0.277 OCe6* -2.656 0.008
JS4 -0.500 0.617 OoC7 -1.500 0.134
CAl -0.698 0.485 0Cs8 -1.351 0.177
CA2 -1.795 0.073 OC13 -1.580 0.114
CA3* -2.000 0.045 0C9 -0.102 0.918
CA4 -0.325 0.745 OC10 -1.414 0.157
T&D1 -0.865 0.387 OC11 -1.776 0.076
T&D?2 -0.350 0.727 0OC12 -0.637 0.524
T&D3 -0.446 0.656 OC14* -2.615 0.009
T&D4 -0.446 0.656 OC15 -1.550 0.121
R&R1 -1.775 0.076 OC16* -2.182 0.029
R&R2 -0.728 0.467 OoC17* -2.110 0.035
R&R3 -0.841 0.400 OC18 -0.838 0.402
R&R4 -0.614 0.539 0C19 -0.385 0.700
R&R5 -0.068 0.946 0C20 -1.106 0.269
R&R6 -0.311 0.756 0ocC21 -0.262 0.793
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R&R7 -0.469 0.639 0C22 -0.099 0.921

EP1 -1.481 0.139 0C23 -0.123 0.902
EP2* -2.024 0.043 0C24 -0.757 0.449
EP3 -1.313 0.189

4.4 Common Method Bias Test

Due to the data collection process for all the study variables from a single respondent at
one during the survey, it may create common method bias that may have the influence on
the hypothesized relationships in the PLS-SEM path model. In order to test the potential
presence of common method bias, this study has used Harman’s (1976) single-factor test
(see in Appendix C). Common method bias refers to the variances that are attributable to
measurement process rather to the variables the measures that are supposed to represent
or consistently, the systematic error variances shared among constructs that measured with
and established as the function of a similar method or source. Using the Harman’s (1976)
single-factor test, results show (see in Appendix C, Table 4.3) that the first common factor
accounts only for 25.527% which is less than 50% as suggested by Podsakoff and Organ
(1986). Therefore, it is confirmed that the common method variances are likely not to

affect the results.
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4.5 Initial Data Examination, Screening and Preparation

In quantitative research, the assessment of data screening process should not be overstated
since it gives the foundation to ascertain the significant results. According to Hair et al.
(2013), the quality of the outcome of quantitative analysis largely depends on the quality
of the prior data screening. It allows to examine any probable violations of major

assumptions related to the purpose of multivariate tools of data analysis.

Before going to the data screening process, all the constructs are coded, and given input
of 383 usable questionnaires in SPSS 22.0 version software. All the constructs are coded
(see in Table 4.4) on the basis that they are deemed to present. For example, performance
feedback has been coded as PF and it includes 3 items which coded as PF1 to PF3 and
similarly all the constructs have been coded with their items. Right after the constructs
coding and input process, some important preliminary analyses have been conducted such

as, test of outliers, multicollinearity test, and normality test.

Table 4.4
Constructs Coding
Constructs Dimensions Codes I_\Io. of
items
Performance Feedback PF 03
Job Security JS 04
Career Advancement CA 04
Training & Development T&D 04
Rewards & Recognition R&R 07
Employee Participation EP 04
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Supervisor Support SS 04

Co-Worker Support CWS 04
Organizational Support oS 08
Organizational Commitment OoC 24
Affective Commitment AC
Continuance Commitment CcC
Normative Commitment NC
Employee Engagement EE 17
Vigor VIG
Dedication DED
Absorption ABS

4.5.1 Normality Test

Though the PLS-SEM method does not make any assumption regarding the normally
distributed dataset (Hair et al., 2014), it is important to analyze whether the dataset is so
far from a normal distribution (Hair et al., 2014). To test the normality i.e. to assess the
possibility of deviation and distribution from normality, this study uses statistical tool of
Skewness and Kurtosis (Hair et al., 2014; Tabachnick & Fidell, 2013). In terms of normal
distribution, the Z-value of Skewness and Kurtosis should be zero. The estimated Z-values
from Skewness and Kurtosis scores exceeds a critical point of £1.96 at the significant level
of .05 indicates the deviation from normality (Hair et al., 2014; Tabachnick & Fidell,
2013). Z-value is calculated by dividing the skewness and kurtosis with their standard
error (Pallant, 2011). According to the above critical value, this study results show, in
Table 4.6, that most of the items are not in the range of £1.96 at the .05 significance level

suggesting that the assigned dataset is departed from normality. Similarly, Kolmogorov-

145



Smirnov and Shapiro-Wilks Statistics is also conducted for further investigation and
results in Table 4.7 show that all the 83 metrics of dataset are significant at <.001
indicating the violation of normality rules. Thus, it is concluded that this study dataset is

not normally distributed and giving another justification to use PLS-SEM for further path

analysis.

Table 4.5

Results of Normality Test (Z value of Skewness & Kurtosis)

Skewness Kurtosis
Std. Std.

Items Statistic Error z-value Statistic Error z-value
EE1 -.475 125 -3.809 -.054 249 -0.216
EE2 -.610 125 -4.891 .649 249 2.608
EE3 -.868 125 -6.961 .580 249 2.332
EE4 -.373 125 -2.991 -.101 .249 -0.405
EE5 -.362 125 -2.903 -.336 249 -1.349
EE6 -177 125 -1.419 -771 .249 -3.098
EE7 -.603 125 -4.836 373 249 1.501
EES8 -.465 125 -3.728 -.160 .249 -0.641
EE9 -.576 125 -4.621 .000 249 -0.001
EE10 -.526 125 -4.222 162 249 0.650
EE11 -.310 125 -2.483 .348 249 1.400
EE12 -.445 125 -3.569 -.380 249 -1.528
EE13 -.576 125 -4.619 -.461 249 -1.852
EE14 -.029 125 -0.232 -.167 249 -0.673
EE15 -.530 125 -4.249 .082 249 0.331
EE16 -.475 125 -3.811 -.351 249 -1.411
EE17 -.559 125 -4.485 .052 249 0.208
PF1 -.534 125 -4.280 163 .249 0.654
PF2 -.510 125 -4.088 -.041 249 -0.164
PF3 -.547 125 -4.388 .236 .249 0.949
JS1 .094 125 0.756 -.649 249 -2.611
JS2 -.119 125 -0.954 -.467 249 -1.876
JS3 -.053 125 -0.428 -.644 249 -2.588
JS4 -.099 125 -0.795 -.508 249 -2.043
CA1l -.483 125 -3.876 -.339 249 -1.363
CA2 -.223 125 -1.792 -.072 249 -0.291
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CA3
CA4
TD1
TD2
TD3
TD4
RR1
RR2
RR3
RR4
RR5
RR6
RR7
EP1
EP2
EP3
EP4
SS1
SS2
SS3
SS4
Cs1
CS2
CS3
CS4
POS1
POS2
POS3
POS4
POS5
POS6
POS7
POS8
OC1
0C2
OC3
OC4
OC5
OC6
OC7
OC8
OC13
0C9
OC10

-117
-.154
-.516
-.466
-.623
-.813
-.099
-.138
-.705
-.729
-.608
-.258
-.038
-.078
-451
-.487
-.460
-1.112
-.984
-.676
-.840
-.704
o )
-129
-514
335
-.046
-.189
-.186
-.317
-.368
-.221
-.332
-.135
-.375
-.606
-.270
-.575
-.270
-.445
-.325
-.109
-.264
-.075

125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125
125

-0.936
-1.239
-4.142
-3.739
-4.996
-6.522
-0.797
-1.107
-5.657
-5.848
-4.877
-2.073
-0.304
-0.626
-3.615
-3.907
-3.689
-8.920
-7.891
-5.421
-6.738
-5.647
-4.291
-5.844
-4.120
-2.686
-0.369
-1.513
-1.489
-2.545
-2.951
-1.773
-2.666
-1.080
-3.007
-4.860
-2.166
-4.610
-2.164
-3.566
-2.606
-0.871
-2.120
-0.602
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-.357
-.288
-.218
-.003
228
484
-.568
-.324
623
847
.608
-491
-.624
-.435
151
238
-.247
1.915
1.350
715
1.261
972
195
815
337
.005
-.552
-.357
-.378
-.199
-.017
-.029
.032
-.124
-.146
.609
-.318
320
-.101
532
132
295
014
-.163

249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249
249

-1.434
-1.159
-0.875
-0.013
0.915
1.945
-2.283
-1.302
2.506
3.407
2.446
-1.974
-2.509
-1.751
0.605
0.958
-0.992
7.701
5.428
2.876
5.071
3.910
0.784
3.278
1.353
0.019
-2.221
-1.436
-1.518
-0.800
-0.070
-0.118
0.129
-0.500
-0.588
2.450
-1.280
1.288
-0.406
2.141
0.533
1.186
0.055
-0.657



OC11 .035 125 0.283 -.266 249 -1.070

OC12 -.375 125 -3.012 -.332 249 -1.335
OC14 -.363 125 -2.911 =217 249 -1.113
OC15 -174 125 -1.394 -.262 249 -1.055
OC16 -.249 125 -1.995 -.148 .249 -0.596
OC17 -.285 125 -2.283 -172 249 -0.691
OC18 -421 125 -3.380 -.324 249 -1.302
0OC19 .028 125 0.226 -.696 249 -2.797
0C20 -.275 125 -2.206 -.062 249 -0.250
0ocCz21 -.227 125 -1.823 -.445 249 -1.791
0C22 -.139 125 -1.117 -.050 249 -0.199
0C23 -.091 125 -0.727 -419 249 -1.685
0C24 227 125 1.824 233 249 0.936

EE=Employee Engagement, PF=Performance Feedback, JS=Job Security, CA=Career
Advancement, T&D=Training & Development, R&R=Rewards & Recognition,
EP=Employee Participation, SS=Supervisor Support, CWS=Co-worker Support, OS=
Organizational Support, OC=Organizational Commitment

Table 4.6
Results of Normality Test (Kolmogorov-Smirnov and Shapiro-Wilks Statistics)
Kolmogorov-Smirnov? Shapiro-Wilk

Statistic df Sig. Statistic df Sig.
EE1 262 383 .000 875 383 .000
EE2 335 383 .000 .801 383 .000
EE3 262 383 .000 841 383 .000
EE4 281 383 .000 .858 383 .000
EE5 261 383 .000 .868 383 .000
EE6 187 383 .000 913 383 .000
EE7 262 383 .000 871 383 .000
EES8 248 383 .000 .887 383 .000
EE9 .280 383 .000 .869 383 .000
EE10 240 383 .000 872 383 .000
EE11 254 383 .000 .854 383 .000
EE12 .265 383 .000 879 383 .000
EE13 261 383 .000 .861 383 .000
EE14 245 383 .000 874 383 .000
EE15 295 383 .000 .855 383 .000
EE16 273 383 .000 872 383 .000
EE17 290 383 .000 .861 383 .000
PF1 271 383 .000 872 383 .000
PF2 .280 383 .000 .870 383 .000
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PF3
JS1
JS2
JS3
JS4
CAl
CA2
CA3
CA4
TD1
TD2
TD3
TD4
RR1
RR2
RR3
RR4
RR5
RR6
RR7
EP1
EP2
EP3
EP4
SS1
SS2
SS3
SS4
Cs1
CS2
CS3
CS4
POS1
POS2
POS3
POS4
POS5
POS6
POS7
POS8
OC1
0C2
OC3

.269
181
.203
194
204
257
217
235
202
.264
272
318
294
183
201
.304
.300
.285
204
171
213
241
275
.269
320
L 7AL
299
320
299
.267
.307
.289
237
.205
.203
224
240
.255
246
.236
226
211
292

383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383

.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
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871
.906
.902
.900
891
.846
.886
.861
.902
876
.867
.835
.838
.908
.903
.843
.839
.852
.892
911
.889
.864
.849
.868
.807
822
.846
824
.820
.849
.825
.847
.882
.892
.900
877
.885
876
.869
873
.894
.896
.848

383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383
383

.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000



OC4 228 383 .000 .883 383 .000

OC5 274 383 .000 .866 383 .000
OC6 .200 383 .000 .895 383 .000
OC7 244 383 .000 .855 383 .000
0OCs8 257 383 .000 .865 383 .000
OC13 .249 383 .000 .843 383 .000
0C9 213 383 .000 .881 383 .000
OC10 235 383 .000 875 383 .000
OC11 243 383 .000 .883 383 .000
0C12 .266 383 .000 872 383 .000
OC14 261 383 .000 877 383 .000
OC15 227 383 .000 875 383 .000
OC16 228 383 .000 .867 383 .000
OC17 .265 383 .000 .867 383 .000
OC18 .269 383 .000 .853 383 .000
0C19 .180 383 .000 .905 383 .000
0C20 239 383 .000 879 383 .000
0ocCz21 .206 383 .000 .904 383 .000
0C22 235 383 .000 872 383 .000
0C23 207 383 .000 .898 383 .000
0C24 .303 383 .000 .842 383 .000

a. Lilliefors Significance Correction

EE=Employee Engagement, PF=Performance Feedback, JS=Job Security, CA=Career
Advancement, T&D=Training & Development, R&R=Rewards & Recognition,
EP=Employee Participation, SS=Supervisor Support, CWS=Co-worker Support, OS=
Organizational Support, OC=Organizational Commitment

4.5.2 Multicollinearity Test

Multicollinearity appears when two or more than two exogenous (independent) latent
constructs are highly correlated (Field, 2009). Multicollinearity among exogenous
variables may significantly distort the analysis of regression path coefficient and even

significant level (Hair et al., 2014). In addition, Tabachnick and Fidell (2007) stated that
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existence of multicollinearity among the variables can increase its standard error and, that

may result in statistically insignificant path coefficients.

To determine, whether the multicollinearity present or not among the variables, this study
first start to investigate the correlation-matrix as recommended by scholars (Sekaran &
Bougie, 2013; Hair et al., 2014). The correlation coefficient value of .90 and above seems
to have the multicollinearity among the latent variables (Hair et al., 2014). Based on this
threshold value, Table 4.7 illustrates that none of the value in correlation-matrix is .90 or

above which suggests that there is no multicollinearity among the variables.

Table 4.7
Correlation Matrix of Exogenous Variables
PF JS CA T&D R&R EP SS CWS OS CC)
PF 1
JS 406" 1
CA 475 428~ 1
T&D g1~ 3ge~ 486
5& 525 49g™ 492 S22
EP g5~ gy~ 465 4560 445
SS o1 g~ 195 g 148 20T
gw g7 1gqm 1957 1857 2307 312" 249 1
OS g o~ 4287 309" 337" 379" 339" 282 1
OC  oe= 4o~ 5117 485" 502" 474" 331" 285" 401"

**_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
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PF=Performance Feedback, JS=Job Security, CA=Career Advancement,
T&D=Training & Development, R&R=Rewards & Recognition, EP=Employee
Participation, SS=Supervisor Support, CWS=Co-worker Support, OS= Organizational
Support, OC=0rganizational Commitment

Apart from the correlation-matrix analysis for testing the multicollinearity, this study also
investigated the variance inflated factor (VIF) and its tolerance level for further
verification. For testing the presence of multicollinearity for a given dataset, Hair et al.
(2013) suggested the critical value of VIF that a construct with VIF value of greater than
5 or a tolerance value of less than .20 deemed to have the presence of multicollinearity.
Table 4.8 shows that all the exogenous latent constructs of this study have a higher than
.20 tolerance level and the VIF value is less than 5 confirms that the absence of

multicollinearity among the independent latent constructs.

Table 4.8
Results of Multicollinearity of Exogenous Variables

Collinearity Statistics

Constructs Tolerance VIF
PF 579 1.727
JS .658 1.520
CA 562 1.781

T&D .584 1.713
R&R 533 1.876
EP 597 1.675
SS 187 1.270
CWS 827 1.210
oS .688 1.454
oC 536 1.866
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PF=Performance Feedback, JS=Job Security, CA=Career Advancement, T&D=Training
& Development, R&R=Rewards & Recognition, EP=Employee Participation,
SS=Supervisor Support, CWS=Coworker Support, OS= Organizational Support,
OC=0rganizational Commitment

4.6  Characteristics of respondents

This section describes the demographic profile of all the respondents who have
participated in the survey questionnaires. The present study examines the demographics
of the respondents based on their gender, marital status, age, education qualification,
experiences in years with current organization and total number of experience they have.

The details of the respondents exhibit in Table 4.9.

Table 4.9
Respondents Profile (n=383)
Characteristics Frequency Percg/(r: tage

Gender
Male 289 75.5
Female 92 24
Missing 2 0.5
Marital Status
Married 278 72.6
Single 105 27.4
Age
Less than 30 87 22.7
30-35 Years 203 53
36-40 Years 93 24.3
Education Qualification
Bachelor 37 9.7
Master 176 46
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MBA 167 43.6

Others 3 0.8
Current Experience

less than 3 75 19.6
3-5 Years 142 37.1
6-10 Years 153 39.9
11-15 Years 12 3.1
more than 15 years 1 0.3
Total Experience

Less than 2 Years 0 0
2-4 Years 87 22.7
5-8 Years 226 59.0
more than 8 years 70 18.3

Results indicate that the majority of the respondents 289 representing 75.5% in the
samples are males, whereas the rest of 92 representing 24% are females while 2
respondents did not mention their gender. In case of marital status, majority of the
respondents 278 representing 72.6% are married, consecutively 105 representing 27.4%
are single. Regarding to the age of the participants, results show that most of the
respondent, a total of 203 belong to the age group 30-35 years showing 53% while 93
participants representing 24.3% belongs to 36-40 years and 87 respondents account for

22.7% are less than 30 years.

In terms of education qualification, the highest numbers of respondents 176 showing 46%
have the master degree, followed by 167 participants account for 43.6% are with MBA
degree. Similarly, 37 respondents representing 9.7% have bachelor degree and lastly only

3 participants showing .8% have other education not mentioned.
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Regarding the total years they have passed in the current organization, majority of the
participants 153 representing 39.9% are belongs to the range of 6-10 years, consecutively
142 showing 37.1% are belongs to 3-5 years, 75 showing 19.6% having the experience of
less than 3 years while only 1 respondent representing .3% with more than 15years of
experience. In the case of total experience, 226 respondents showing 59% having the total
experience of 5-8 years, followed by 87 accounts for 22.7% have 2-4 years and 70
respondents showing 18.3% have more than 8 years experiences. Most importantly, none
of the respondents has experience of less than 2 years confirming than all the participants

are have passed their probationary period.

4.7 Evaluation of PLS-SEM Results

In contemporary time, scholars (Hair et al., 2014; Henseler & Sarstedt, 2012) suggested
that validating the model by using Goodness-of-Fit (GoF) index is not appropriate. They
further argued that by using PLS-SEM path models, the GoF index cannot a valid model
from an invalid one, hence the GoF value is treated as inappropriate. Thus, from the above
discussions, this study has considered and pursued the two-stage process of investigating
and also describing the outcomes of PLS-SEM path modeling (Henseler, et al., 2009). The
two-stage process that is deployed in this research includes, (a) the evaluation of

measurement model and; (b) the evaluation of structural model (Hair, et al., 2014;

155



Henseler, et al., 2009). This two-stage process is also known as assessment of inner model

and outer model (Ramayah et al., 2011).

Evaluation of «Investigating each indicators reliability

*Examining internal consistency reliability
Measurement «Examining content validity

Model (Outer «Examining convergent validity
Model)

*Examining discriminant validity.

. *Evaluating the significance of the path coefficient
Evaluation of «Investigating the mediation and moderation

effect
Structura I I\ Od € I *Determining the coefficient value of model (R?)

(Inner Model) « Assesing the effect size (f2)
«Assesing the Predictive Relevance (Q?)

Figure 4.1
Two-stage process of evaluating PLS path modeling
Source: Henseler, et al. (2009)

4.7.1 The Measurement Model

In this study, the smart PLS 3.0 version has been used to assess the measurement or outer
model. The outer or measurement model considers the evaluation of the components
which indicates that how appropriately the items are loading and reflecting their particular
constructs. For assessing the outer model through PLS-SEM process, measuring reliability

and validity are essential and thus, in PLS-SEM approach, the evaluation of outer model
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needs to fulfill the following criterion: (i) internal consistency reliability of each item; (ii)
convergent validity and finally (iii) the discriminant validity of the reflective constructs
(Hair et al., 2014; Henseler et al., 2009). The research model with structural path

dimensions is presented below in Figure 4.2.
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4.7.1.1 Construct Validity

In construct validity, there are three types of testing validity needs to be conducted to
validate the constructs such as, content validity; convergent validity; and discriminant

validity (Hair et al., 2012). The discussions of these criteria are as follows:

4.7.1.1.1 Content Validity

Scholars (Hair et al., 2014; Hair et al., 2012) suggested that to determine the individual
indicators reliability through PLS-SEM approach, it is essential to examine the outer
loadings of all constructs. Hence, based on the rule of thumb, scholars (Hair et al., 2012)
defined that the items with loadings in between .40 to .70 can be maintained. This study
has investigated that out of the total 83 initial items, 76 items have been retained (see in
Table 4.10). This indicates that the 7 items have been deleted because of the poor loadings.
The remaining 76 items were kept in the study model that carried the loadings in between

.58 t0 .92 correspondingly.

With the purpose of getting internal consistency of reliability, which is widely used in
research, is the extent to which all the observed items for a particular construct or their
subscale are measuring the exact concept (Urbach & Ahlemann, 2010). Typically,

examining the coefficient of cronbach’s alpha and composite reliability are mostly used
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measures to estimate the internal consistency of reliability in social science research
(Peterson & Kim, 2013; Urbach & Ahlemann, 2010). This present study has employed
the composite reliability (CR) to assess the internal consistency of the reliability for all
the constructs. The explanation for using composite reliability over cronbach’s alpha value
is because of the suggestions given by different authors (Gotz, Liehr-Gobbers, & Krafft,
2010; Urbach & Ahlemann, 2010) that the coefficient value of composite reliability gives
less significant bias estimation comparing to cronbach’s alpha. Moreover, they stated that
the coefficient of composite reliability can estimates the equal contribution of all the items
for a particular variable regardless the actual role in the individual loading. Furthermore,
it is also noted that cronbach’s alpha value may either have over-estimation or even under
estimation scale-reliability. However, scholars (Hair et al., 2012; Bagozzi & Yi, 1988)
have specified the rule of thumb for measuring the internal consistency of reliability by
using coefficient of composite reliability must be above .70 considering the satisfactory

level, while the value is below .60 indicates a lack of the reliability (Hair, et al., 2012).

Table 4.10 shows the composite reliability for all the latent variables including dependent,
independent, mediating and moderating. As shown in the table 4.11 that the coefficient of
composite reliability for all the latent variables are ranging from .82 to .92 that indicates
that all the latent constructs has a satisfactory level of internal consistency as
recommended by scholars (Hair et al., 2012; Bagozzi & Yi, 1988). Additionally, it has
also been found (see in Table 4.10) that the average variance extracted (AVE) value for
all the latent constructs are in range between .51 to .80 which is fulfill the rule of thumb

that the threshold value of AVE should be above .50 as suggested by Chin (1998).
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Table 4.10

Outer loadings, Composite Reliability (CR) and Average Variance Extracted (AVE)

Initial Cronbach’s
Construct Items Model Modified Alpha CR AVE
Career Advancement CAl1  0.806 0.806 0.803 0.871 0.63
CA2 0.86 0.858
CA3  0.759 0.764
CA4  0.743 0.742
Co-Worker Support CWS1 0.794 0.795 0.851 0.899 0.691
CWS2 0.869 0.868
CWS3 0.884 0.882
CWSs4 0.773 0.775
Vigor EE1  0.656 0.642 0.758 0.838 0.51
EE2  0.641 0.66
EE3  0.695 0.711
EE4 0.77 0.791
EE5  0.736 0.754
EE6  0.508 Del
Dedication EE7  0.754 0.755 0.803 0.864 0.561
EE8  0.694 0.696
EE9  0.778 0.779
EE10 0.798 0.798
EE11 0.714 0.712
Absorption EE12 0.583 Del 0.709 0.820 0.533
EE13  0.59 Del
EE14 0.705 0.765
EE15 0.695 0.742
EE16 0.675 0.705
EE17 0.652 0.706
Employee Participation EP1 0.764 0.766 0.802 0.871 0.628
EP2  0.827 0.826
EP3  0.807 0.805
EP4 0.77 0.772
Job Security JS1 0.811 0.805 0.771 0.855 0.598
JS2 0.8 0.799
JS3 0.838 0.839
JS4 0.626 0.632
Affective OCl1 0.772 0.774 0.876 0.903 0.539
0oC2 0.58 0.581
0OC3 0.712 0.711
OC4  0.682 0.685
0C5 0.78 0.781
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Continuance

Normative

Performance Feedback

Organizational Support

Rewards and Recognition

Supervisor Support

Training and Development

0Ce6
0C7
0C8
0C9
0OC10
0OC11
0OC12
0OC13
OC14
0OC15
OC16
OC17
0OC18
0C19
0C20
0C21
0C22
0C23
0C24
PF1
PF3
PF2
0OS1
0S2
0S3
0S4
0S5
0S6
0Ss7
0S8
R&R1
R&R2
R&R3
R&R4
R&RS5
R&R6
R&R7
SS1
SS2
SS3
SS4
T&D1
T&D2

0.763
0.754
0.806
0.66
0.689
0.788
0.692
0.593
0.722
0.671
0.73
0.496
0.49
0.519
0.696
0.548
0.773
0.761
0.61
0.893
0.889
0.895
0.755
0.86
0.815
0.795
0.761
0.754
0.66
0.631
0.783
0.789
0.729
0.678
0.788
0.731
0.743
0.843
0.918
0.892
0.781
0.83
0.723
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0.762
0.752
0.805
0.68
0.709
0.796
0.678
Del
0.715
0.68
0.742
Del
Del
Del
0.697
0.592
0.813
0.79
0.653
0.893
0.888
0.895
0.76
0.86
0.815
0.795
0.762
0.754
0.656
0.63
0.784
0.79
0.726
0.676
0.789
0.732
0.744
0.838
0.92
0.889
0.787
0.83
0.722

0.84

0.755

0.872

0.892

0.87

0.882

0.831

0.88 0.512

0.837 0.51

0.921 0.796

0.914 0.573

0.9 0.562

0.919 0.74

0.888 0.666



T&D3 0.864 0.865
T&D4  0.838 0.839

4.7.1.1.2 Convergent Validity

Convergent validity refers to the extent to which each items of a particular construct are
truly intended to represent the latent construct and simultaneously, the individual items
are correlated with each other to measure the same construct (Hair et al., 2006). According
to Fornell and Larcker (1981), to assess the adequate value of convergent validity for any
of the latent constructs, the value of average variance extracted (AVE) needs to be .05 or
above. The justification for having the cutoff value of AVE at least .50 is that in an average
the latent variable is capable to have 50% or more for its items variances to show the

adequate amount of convergent validity (Urbach & Ahlemann, 2010).

Moreover, the results (see in Table 4.11) of loadings and cross loadings indicate that all
the loadings of the items exceed the threshold value of .50. This indicates that all the latent
constructs are not only fulfill the AVE criteria of .50 and above but also converge with
the higher loading towards their respective constructs suggesting that all the latent

variables of this research have attained the satisfactory convergent validity.
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Table 4.11

Loadings and cross loadings

CA CWS VIG DED ABS EP JS AC CcC NC PF OS R&R SS T&D
CAl 0806 0.13 044 049 035 036 037 045 0.22 025 042 031 041 0.23 035
CA2 0858 0.16 042 051 038 041 043 045 0.22 035 041 040 045 0.17 0.36
CA3 0.764 0.20 036 042 043 035 031 045 031 035 036 028 037 011 040
CA4 0.742 0.14 0.29 039 040 036 027 040 0.27 043 033 037 035 012 044
Ccwsi 0.156 0.80 0.20 0.29 0.14 020 0.11 0.25 0.22 0.17 0.26 0.21 0.19 0.26 0.08
cws2 0.132 0.87 0.13 0.28 0.13 029 0.14 0.22 0.07 015 0.23 0.26 0.18 0.21 0.16
Ccws3 0.178 0.88 0.25 034 0.18 0.28 020 032 0.14 0.23 030 0.25 0.22 0.21 0.23
Cws4 0.186 0.78 0.16 0.24 0.14 0.28 0.17 0.23 0.12 0.18 0.16 0.21 0.22 0.17 0.15
EE1 0.258 0.15 0.64 034 040 024 025 034 019 030 0.23 0.16 040 0.05 0.29
EE2 0.237 0.22 0.6 048 040 0.20 0.20 034 019 0.22 036 010 0.29 -0.03 0.25
EE3 0.312 0.17 0.71 043 037 0.27 031 043 024 0.28 039 0.07 043 0.10 0.36
EE4 047 015 0.79 059 043 035 040 046 028 034 043 0.23 044 0.07 041
EE5 0415 0.15 075 053 039 036 030 045 033 032 039 0.21 041 0.12 0.39
EE7 0486 0.24 052 0.76 034 045 032 048 024 037 043 038 040 0.14 0.37
EE8 0.347 0.24 042 0.70 036 037 016 039 021 028 0.28 031 030 0.09 0.32
EE9 0.383 0.27 052 0.78 033 035 039 049 031 029 036 029 037 015 0.37
EE10 0456 0.29 054 080 038 039 036 052 027 038 041 032 037 0.02 0.40
EE11 0451 0.26 051 0.71 048 043 035 048 039 040 0.38 0.27 043 0.22 0.37
EE14 038 0.17 043 043 077 037 029 039 029 037 030 034 037 013 0.31
EE15 0.329 0.08 047 042 074 0.27 037 034 027 029 030 0.23 038 0.21 0.28
EE16 0336 0.14 035 029 0.71 032 036 042 038 032 025 0.18 0.34 0.10 0.33
EE17 0373 0.15 036 032 071 028 032 039 033 031 032 0.21 037 0.14 0.38
EP1 0.348 0.18 032 039 038 077 037 041 029 033 035 035 031 0.20 0.29
EP2 0364 030 035 044 028 083 036 037 024 030 0.43 0.25 036 0.22 0.42
EP3 0414 030 029 043 035 081 025 044 026 041 033 031 033 0.25 0.38
EP4 0349 0.21 033 043 035 077 036 033 015 025 033 030 044 0.22 0.37
JS1 0378 0.21 037 040 035 039 081 039 026 027 036 023 039 0.22 0.29
JS2 0.292 0.16 030 0.28 034 030 080 038 026 034 035 0.22 036 016 0.32
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JS3
1S4
0ocC1
0cC2
oc3
0C4
0cC5
0Cé6
oc7
0C8
0cC9
0C10
OC11
0C12
0C14
0C15
0C16
0C20
oc21
0C22
oca23
0C24
PF1
PF2
PF3
0s1
0Ss2
0s3
0s4
0S5
0s6

0.395
0.27
0.502
0.452
0.377
0.272
0.495
0.3
0.391
0.459
0.239
0.23
0.242
0.217
0.172
0.283
0.208
0.322
0.151
0.367
0.336
0.338
0.411
0.463
0.41
0.35
0.413
0.395
0.277
0.313
0.286

0.16
0.03
0.22
0.28
0.15
0.23
0.22
0.22
0.25
0.27
0.06
0.06
0.16
0.10
0.12
0.18
0.15
0.13
0.18
0.10
0.26
0.13
0.20
0.29
0.30
0.18
0.18
0.21
0.25
0.24
0.20

0.29
0.31
0.37
0.28
0.54
0.27
0.50
0.43
0.44
0.49
0.23
0.24
0.26
0.29
0.24
0.27
0.22
0.24
0.27
0.36
0.25
0.36
0.48
0.47
0.41
0.21
0.21
0.19
0.15
0.11
0.11

0.37
0.25
0.53
0.47
0.46
0.35
0.52
0.43
0.44
0.55
0.20
0.24
0.34
0.28
0.28
0.30
0.26
0.31
0.25
0.38
0.35
0.33
0.44
0.45
0.45
0.33
0.38
0.40
0.32
0.28
0.28

0.39
0.32
0.37
0.23
0.40
0.44
0.40
0.37
0.38
0.46
0.28
0.29
0.31
0.30
0.29
0.40
0.26
0.33
0.25
0.36
0.28
0.34
0.40
0.36
0.31
0.24
0.27
0.23
0.23
0.27
0.26

0.35
0.25
0.36
0.37
0.33
0.33
0.35
0.34
0.34
0.47
0.15
0.19
0.19
0.11
0.30
0.31
0.23
0.33
0.22
0.25
0.33
0.31
0.37
0.43
0.42
0.31
0.37
0.32
0.32
0.29
0.28

0.84
0.63
0.46
0.35
0.31
0.35
0.38
0.31
0.30
0.43
0.16
0.29
0.10
0.18
0.22
0.28
0.16
0.22
0.29
0.35
0.27
0.32
0.36
0.40
0.34
0.22
0.28
0.28
0.18
0.15
0.22
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0.37
0.39
0.77
0.58
0.71
0.69
0.78
0.76
0.75
0.81
0.42
0.41
0.50
0.42
0.49
0.42
0.43
0.49
0.38
0.53
0.51
0.39
0.46
0.46
0.43
0.32
0.34
0.32
0.29
0.31
0.29

0.17
0.15
0.45
0.23
0.40
0.61
0.46
0.53
0.48
0.42
0.68
0.71
0.80
0.68
0.72
0.68
0.74
0.47
0.27
0.42
0.44
0.32
0.28
0.25
0.22
0.13
0.21
0.16
0.20
0.22
0.16

0.39
0.23
0.52
0.43
0.46
0.48
0.48
0.45
0.48
0.53
0.40
0.37
0.41
0.32
0.39
0.46
0.38
0.70
0.59
0.81
0.79
0.65
0.31
0.38
0.32
0.27
0.38
0.32
0.29
0.31
0.29

0.38
0.15
0.44
0.39
0.38
0.33
0.43
0.29
0.35
0.39
0.16
0.16
0.16
0.21
0.25
0.29
0.20
0.27
0.20
0.29
0.25
0.35
0.89
0.90
0.89
0.33
0.31
0.27
0.21
0.18
0.18

0.36
0.11
0.39
0.31
0.19
0.32
0.39
0.27
0.24
0.30
0.11
0.12
0.22
0.16
0.19
0.21
0.25
0.28
0.25
0.30
0.34
0.23
0.24
0.32
0.25
0.76
0.86
0.82
0.80
0.76
0.75

0.45
0.34
0.39
0.35
0.40
0.32
0.46
0.32
0.39
0.45
0.23
0.26
0.20
0.24
0.21
0.28
0.20
0.29
0.30
0.32
0.32
0.39
0.46
0.49
0.45
0.27
0.33
0.31
0.29
0.26
0.25

0.12
0.07
0.22
0.18
0.10
0.24
0.17
0.24
0.24
0.18
0.23
0.21
0.18
0.20
0.20
0.26
0.22
0.22
0.16
0.16
0.17
0.21
0.19
0.30
0.23
0.20
0.25
0.23
0.22
0.31
0.27

0.31
0.27
0.40
0.36
0.37
0.31
0.48
0.30
0.41
0.46
0.25
0.18
0.20
0.14
0.20
0.31
0.19
0.30
0.15
0.35
0.32
0.31
0.45
0.43
0.41
0.28
0.27
0.19
0.24
0.23
0.26



0s7
0S8
R&R1
R&R2
R&R3
R&R4
R&R5
R&R6
R&R7
SS1
SS2
SS3
SS4
T&D1
T&D2
T&D3
T&D4

0.273
0.231
0.393
0.368
0.304
0.336
0.444
0.401
0.374
0.169
0.197
0.157
0.16
0.443
0.31
0.382
0.421

0.25
0.21
0.16
0.17
0.16
0.21
0.23
0.14
0.20
0.20
0.26
0.22
0.18
0.14
0.11
0.20
0.18

0.15
0.20
0.45
0.42
0.42
0.40
0.50
0.33
0.37
0.09
0.12
0.05
0.04
0.41
0.32
0.44
0.38

0.27
0.22
0.39
0.36
0.34
0.35
0.45
0.32
0.40
0.09
0.14
0.18
0.15
0.48
0.33
0.36
0.42

0.27
0.25
0.42
0.44
0.33
0.28
0.44
0.33
0.35
0.17
0.19
0.19
0.14
0.35
0.31
0.35
0.43

0.20
0.18
0.34
0.31
0.27
0.29
0.42
0.38
0.36
0.15
0.29
0.23
0.29
0.46
0.30
0.32
0.40

0.25
0.23
0.35
0.50
0.37
0.28
0.37
0.37
0.37
0.14
0.20
0.18
0.14
0.38
0.25
0.28
0.34

0.31
0.28
0.41
0.41
0.34
0.36
0.44
0.38
0.40
0.25
0.22
0.26
0.20
0.48
0.36
0.45
0.42

0.26
0.22
0.20
0.21
0.21
0.22
0.31
0.29
0.23
0.25
0.21
0.33
0.23
0.25
0.25
0.27
0.18

0.27
0.26
0.41
0.40
0.22
0.23
0.30
0.40
0.41
0.21
0.23
0.23
0.22
0.34
0.31
0.36
0.32

0.17
0.15
0.37
0.43
0.41
0.36
0.45
0.36
0.33
0.24
0.27
0.21
0.21
0.43
0.35
0.38
0.40

0.66
0.63
0.34
0.33
0.14
0.11
0.28
0.30
0.38
0.21
0.29
0.28
0.38
0.36
0.18
0.22
0.23

0.22
0.26
0.78
0.79
0.73
0.68
0.79
0.73
0.74
0.11
0.17
0.12
0.13
0.44
0.39
0.42
0.45

0.32
0.27
0.07
0.11
0.09
0.14
0.15
0.13
0.14
0.84
0.92
0.89
0.79
0.16
0.09
0.11
0.04

0.22
0.19
0.42
0.37
0.40
0.40
0.45
0.34
0.35
0.05
0.13
0.10
0.12
0.83
0.72
0.87
0.84

EE=Employee Engagement, VIG=Vigor, DED=Dedication, ABS=Absorption, PF=Performance Feedback, JS=Job Security, CA=Career Advancement,
T&D=Training & Development, R&R=Rewards & Recognition, EP=Employee Participation, SS=Supervisor Support, CWS=Coworker Support, OS=

Organizational Support, OC=0rganizational Commitment.
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As this study has two second-order construct namely employee engagement includes
vigor, dedication, absorption, and organizational commitment includes affective,
continuance and normative, it is deemed to measure the outer model with their first-order
construct. Therefore, all the results of measurement model such as composite reliability
(CR), average variance extracted (AVE), cross loadings have been investigated based on

the first-order construct.

4.7.1.1.3 Discriminant Validity

Contrary to the convergent validity, discriminant validity refers to the extent to which a
specific latent variable is distinctive from other variables (Duarte & Raposo, 2010). But
likely to the convergent validity, discriminant validity is also measured by AVE value of
a particular latent variable (Fornell & Larcker, 1981). The present study investigates the
discriminant validity by using the Fornell and Larcker (1981) method. They suggested
that to put the square root of AVE of all the latent constructs on the correlation matrix
diagonal, as shown in Table 4.12 with the bold value, and the square roots of AVE should
be greater than the correlations within latent variables. The study results show that the
square roots of AVE are greater than the correlation values among all the latent variables.
Thus, it is confirmed that the latent study constructs are distinct from another construct

and fulfill the criteria of discriminant validity.
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Table 4.12
Results of Discriminant validity

ABS AC CA CWS CC DED EP JS NC (ON) PF R&R SS T&D VIG
ABS  0.730
AC 0.525 0.734
CA 0.484 0549 0.793
Cws 0.180 0.311 0.196 0.831
CcC 0426 0.619 0.317 0.167 0.715
DED 0.506 0.634 0.569 0.350 0.382 0.749
EP 0.426 0.485 0465 0312 0.295 0.533 0.793
JS 0.456 0.492 0438 0.190 0.273 0426 0422 0.773
NC 0438 0.652 0432 0.224 0.548 0.459 0402 0397 0.714
(ON] 0.332 0409 0426 0279 0253 0418 0.381 0.302 0.395 0.757
PF 0.402 0508 0.480 0.295 0.284 0501 0.455 0410 0.379 0.305 0.892
R&R 0500 0.523 0502 0.244 0320 0.500 0.455 0500 0.448 0.362 0.521 0.750
SS 0.199 0.268 0.199 0.253 0.295 0.164 0281 0.193 0.259 0.335 0.270 0.156 0.860
T&D 0443 0524 0481 0.192 0.289 0491 0458 0.38 0406 0.309 0481 0522 0.120 0.816
VIG 0553 0567 0483 0.231 0347 0.669 0406 0413 0411 0221 0510 0554 0.087 0480 0.714

ABS=Absorption,

AC=Affective Commitment, CA=Career

Advancement, CWS=Co-worker Support, CC=Continuance Commitment,
DED=Dedication, EP=Employee Participation, JS=Job Security, NC=Normative Commitment, OS=0Organizational Support, PF=Performance
Feedback, R&R=Rewards & Recognition, SS=Supervisor Support, T&D=Training & Development, VIG=Vigor.
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Despite the widely used of Fornell-Larcker approach for doing discriminant validity, still
it is considered as a weak method to determine discriminant validity of the constructs
which calls to search an alternative that may able to address such weaknesses (Henseler
et al., 2015). The major disadvantage of Fornell-Larcker approach is that it cannot give
the further theoretical justification i.e. by the means of simulated study, this method cannot
detect reliably the lack of discriminant validity in common research circumstances.
Therefore, authors (Henseler et al., 2015) proposed a method called Heterotrait-Monotrait
(HTMT) Ratio of correlations to assess the discriminant validity. In this method, it is
deemed to have a predetermined threshold value that needs to be compared with the
correlations among the constructs. Determining the threshold value for HTMT method is
a debatable issue where some authors (Henseler et al., 2015; Kline, 2011; Clark & Watson,
1995) suggested the threshold value of .85 while others (Teo et al., 2008; Gold et al., 2001)
proposed a threshold value of .90. Table 4.13 shows that all the correlation values among
the latent constructs are less than the suggested threshold value of .85. Hence, it is
summarized that all the study constructs are distinct from each other and obtained the

discriminant validity based on HTMT method as well.
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Table 4.13
Heterotrait-Monotrait (HTMT) Ratio criterion values

ABS AC CA CWS CcC DED EP JS NC (OF] PF R&R SS T&D
ABS
AC 0.666
CA 0.648  0.661
CWS 0.229 0.357 0.238
CcC 0.561 0.711 0391 0.206
DED 0.660 0.759 0.703 0416  0.460
EP 0.565 0584 0580 0379 0.359 0.663
JS 0.620 0.605 0546 0.238 0.342 0528 0.530
NC 0.601 0.799 0555 0.278 0.680 0.585 0520 0.528
oS 0414 0464 0499 0325 0295 0490 0446 0.354 0.479
PF 0509 058 0571 033 0332 0596 0545 0492 0471 0.338
R&R 0.628 0599 0596 0281 0376 0592 0542 0.610 0.563 0.406 0.596
SS 0.247 0306 0233 0288 0.347 0.207 0332 0225 0323 0.387 0308 0.177
T&D 0.581 0.614 0590 0221 0349 0594 0555 0480 0507 035 0562 0611 0.141
VIG 0.751 0.691 0.604 0281 0431 0846 0514 0534 0552 0263 0.620 0.677 0.132 0.598
ABS=Absorption, AC=Affective Commitment, CA=Career Advancement, CWS=Co-worker Support, CC=Continuance Commitment,

DED=Dedication, EP=Employee Participation, JS=Job Security, NC=Normative Commitment, OS=0Organizational Support, PF=Performance Feedback,
R&R=Rewards & Recognition, SS=Supervisor Support, T&D=Training & Development, VIG=Vigor.
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4.7.1.1.4 Establishment of the Second Order Constructs

The present study has used two such as, employee engagement and organizational
commitment, second order latent constructs. Thus it is essential to investigate whether the
first-order latent variables are able to be explained conceptually by their corresponding
second order latent variables before entering to the path model analysis. Thus, the second
order constructs are required to be demonstrated appropriately by their first order variables
while these first order latent variables also need to have convergent and discriminant

validity.

The results show that employee engagement is a second order construct which includes
three first-order constructs namely, vigor, dedication and absorption. All the first order
constructs of employee engagement can have the capability to explain their respective
second order construct as the R2 values (see in Table 4.15) are .588, .780 and .656
respectively. Moreover, it has also been found that all the first order constructs of
employee engagement have obtained the Fornell-Larcker and HTMT criterion that

confirmed the distinctiveness of the constructs.

In the case of organizational commitment, it also includes three first-order constructs such
as affective, continuance and normative which have the R2 values (see in Table 4.15) of
841, .701 and .656 respectively that indicate the ability of explaining the second order
construct accurately.
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Table 4.14
Establishing second order measurement model

Second Order First Order Path Std. P-

Construct Construct Coefficient Error T-Value Value R-Square
Vigor 0.768 0.014 63.343  <.001 0.588
Employee Dedication 0.883 0.015 58.889  <.001 0.780
Engagement
Absorption 0.883 0.025 30276  <.001 0.656
Affective 0.917 0.009 101341  <.001 0.841
commitment
Organlz.atlonal Contln_uance 0.837 0.024 35507 <001 0.701
Commitment commitment
Normative 0.810 0.026 31517  <.001 0.656
commitment

4.7.2 Assessing the Significance of Structural (Inner) Path Model

After evaluating the measurement (outer) model into section 4.8.1, this section also
evaluates the significance of structural (inner) path model. Henseler, Hubona and Ray
(2016) stated that generally a structural path model is considered as theory based, and
regarded to get the most important focus of the research questions and hypotheses. They
further discussed about the structural path model specification by addressing two critical
questions such as: (a) firstly, which constructs should be incorporated in the path model?,
and (b) second one is, how effectively the constructs are theorized to be associated i.e. the
directions and strengths of the relationships among or within the constructs? Particularly,
the structural path model is determined by investigating the coefficients of the
determination (R?), then subsequently by the assessment of effect size (f?) and followed

by the evaluation of predictive relevance (Q?) (Hair et al., 2014; Urbach & Ahlemann,
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2010; Henseler et al., 2009). With the suggestions of scholars (Hair et al., 2014; Henseler
et al., 2009), the present study has employed the standard bootstrap process by using 5000
samples and 383 cases. Finally, all the study hypotheses are being tested based on the path

coefficient results are determined.

This study includes three structural path models that need to be examined on the basis of
the research objectives. The first path model deals with the direct relationships between
HRM practices such as performance feedback, rewards and recognition, training and
development, job security, career advancement, employee participation and employee
engagement. The second model deals with the mediation effect of organizational
commitment on the relationship between HRM practices and employee engagement. The
third model examines the moderation effect of supervisor, co-worker and organizational
support on the relationship between organizational commitment and employee

engagement.

4.7.2.1 The Structural Path Model of HRM Practices and Employee Engagement

In order to assess the relationship between independent variables such as HRM practices
(performance feedback, rewards and recognition, training and development, job security,
career advancement, employee participation) and dependent variables namely employee
engagement, PLS-SEM bootstrapping process has been conducted using 5000 samples
(Hair et al., 2014). Figure 4.3 and similarly Table 4.15 exhibit the standardized path
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coefficients (P), the standard error, T-values, P-values and the decisions taken based on

the results for the theorized links between independents variables and dependent variable.

Table 4.15
Results of direct relationships between HRM practices and employee engagement
(Hypotheses testing)

. Path indi
No Hypothesis Coefficient Std. Error T-Value P-Value Findings
Hla CA ->EE 0.239 0.048 5.038 <0.001 Supported
Hilb EP -> EE 0.149 0.048 3.126 0.002 Supported
Hic JS->EE 0.113 0.042 2.691 0.007 Supported
Hid PF -> EE 0.152 0.040 3.815 <0.001  sypported
Hile R&R -> EE 0.208 0.048 4.380 <0.001 Supported
H1f T&D -> EE 0.148 0.047 3.151 0.002 Supported

EE=Employee Engagement, PF=Performance Feedback, JS=Job Security, CA=Career Advancement,
T&D=Training & Development, R&R=Rewards & Recognition, EP=Employee Participation.

The results in Table 4.15 indicate that all the six direct hypothesized relationships between
HRM practices and employee engagement are significant and thus all the six hypotheses
are supported. In brief, the positive significant links that are being supported in the present
study includes, (i) career advancement and employee engagement (Bf=.239, p<.001)
supporting H1a; (i1) employee participation and employee engagement (=.149, p<.01)
confirmed H1b; (iii) job security and employee engagement (B=.113; p<.01) that gives
supports for Hlc; (iv) performance feedback and employee engagement (f=.152, p<.001)
confirming H1d; (v) rewards & recognition and employee engagement (=.208, p<.001)
supporting Hle, and (vi) training & development and employee engagement (f=.148,

p<.05) confirming H1f correspondingly.
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4.7.2.2 Mediation Test

Likely to the first structural path model, the second model is also analyzed by using the
PLS-SEM bootstrapping process with 5000 samples to test the mediation effect on the
link between HRM practices and employee engagement as Hair et al. (2014) stated that
the bootstrapping procedure is the appropriately suited for the PLS-SEM mediation
testing. The reasons for using bootstrapping approach against other methods is that it
doesn’t make assumptions of either the variables distributions or sampling distributions
in the statistics and the added advantage is that to apply for a small sample size with high
confidence. In addition, bootstrapping process for mediation testing reveals a higher
statistical power comparing to the Sobel test which exhibit a poor statistical power for
applying in a small sample (Hair et al., 2014). Moreover, the bootstrapping mediation test
approach gives a standard error of path coefficient whereas the other approach like Baron

and Kenny (1986) does not give any standard error (Hayes & Preacher, 2010).

To facilitate the testing of mediation effects using PLS-SEM bootstrapping method, this
study examines the path coefficient for path “a” and path “b” where the path “a” exhibits
the relationship between independent to mediating variables and path “b” represents the
links between mediator to dependent variables. For calculating the t-values of mediating
effects, the formula of Hyes and Preacher (2010) is being employed. Lastly, the VAF
(variance accounted for) value has been calculate to get the extent of mediating impact on

a proposed relationship. In fact, the VAF value estimates the extent of variances of
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dependent variable(s) that directly is explained by independent variables and, how much
the intended construct’s variances are explained by its indirect links through mediator.
Thus, VAF is simply calculated by the amount of the mediation (indirect) effect in related
to total effect (indirect effect + direct effect).

VAF — Indirect Effect (a + b)
"~ Total Effect (c)

_ Indirect Effect (a * b)
~ Indirect Effect (a  b) + Direct Ef fect (c')

Figure 4.4 shows the bootstrapping results of the mediating effect of organizational
commitment on the relationship between HRM practices and employee engagement. In
Table 4.16, it has been found that the entire Path “a” relationships between HRM practices
and organizational commitment are statistically significant and path “b” relationship
between organizational commitment and employee engagement is also significant. Table
4.16 also shows the direct path (¢) relationships between HRM practices and employee
engagement in the presence of organizational commitment and all the hypothesized paths

are statistically significant.
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Table 4.16
Results of structural path model of indirect effects

Paths Hypg:;ﬁzlzed Co;‘?itgent ESrtrOclJ.r Va-:-l-ue P-Value
Path a ( 1V to Mediator ) CA->0C 0.198 0.053 3.778 <0.001
EP ->0C 0.138 0.051 2.696 0.007
JS->0C 0.149 0.05 2.987 0.003
PF->0C 0.108 0.06 1.792 0.073
R&R -> 0OC 0.144 0.058 2.472 0.013
T&D ->0C 0.148 0.063 2.327 0.020
Path b ( Mediator to DV) OC ->EE 0.282 0.047 5.98 <0.001
Path ¢’ ( 1V to Mediator DV ) CA->EE 0.182 0.05 3.607 <0.001
EP -> EE 0.111 0.045 2.458 0.014
JS->EE 0.072 0.042 1.7 0.089
PF -> EE 0.123 0.042 2.921 0.004
R&R -> EE 0.166 0.045 3.646 <0.001
T&D -> EE 0.107 0.043 2.462 0.014

EE=Employee Engagement, PF=Performance Feedback, JS=Job Security, CA=Career Advancement,
T&D=Training & Development, R&R=Rewards & Recognition, EP=Employee Participation,
0OC=0rganizational Commitment

To estimate the size of the indirect effect, VAF (variance accounted for) value has been
calculated means that to what extent the variances of employee engagement can be
explained directly by HRM practices and, how much of that particular variances can be
explained by the indirect links through organizational commitment. Table 4.17 shows the
results of VAF along with t-values and standard error. According to Hair et al. (2014), the
VAF value is below 20% exhibits that there is no mediation effect, VAF value is above
80% considers full mediation, whilst the partial mediation arise when the VAF value
belongs to higher than 20% but less than 80%. Table 4.18 exhibits that the mediation effect
of organizational commitment on the link between career advancement and employee

engagement is significant (f=.056, p<.01) with a VAF value 23.48% which is greater than
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20% but less than 80% depicts partial mediation of organizational commitment on career
advancement and employee engagement relationship (partially support H3a). Similarly,
employee participation and employee engagement relationship (B=.039, p<.05) is also
partially mediated by organizational commitment (partially support H3b) as the VAF
value is 26% that is higher than 20%. The indirect relationship of job security and
employee engagement (=.042, p<.05) is statistically significant at .05 significance level
though it is partially mediated as the VAF value (VAF=36.85%) is less than 80% (partially
supported H3c). Lastly, the TD->OC->EE relationship (p=.042, p<.05) is also partially

mediated (partially supported H3f) with a VAF value of 28.06%.

However, there is no mediation has been found for PF -> OC -> EE relationship ($=.030,
p<.10) though the link is significant, it carries a VAF value (19.85%) is less than 20%
(H3d, not supported). Similarly, organizational commitment cannot mediate relationship
between rewards & recognition and employee engagement (f=.041, p<.05) in spite of
having a significant linkage, the VAF value (VAF=19.655) (H3e, not supported) does not
attain the threshold value for mediation. In brief, among all the six indirect paths, only
four relationships namely, between career advancement, employee participation, job
security, training & development and employee engagement are partially mediated
through organizational commitment. The other two relationships between performance
feedback, rewards & recognition and employee engagement are not found to have

mediation effect.
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Table 4.17
Results of mediation test of organizational commitment

Relationships Path a*b ESrtrddr V;-I-ue V:I-ue VAF Decision

CA -> OC -> EE 0.056 0.017 3.345 0.001  23.477 Partially mediation

EP -> OC -> EE 0.039 0.017 2.324 0.021 25.959  Partially mediation

JS->0OC -> EE 0.042 0.017 2.423 0.016  36.852 Partially mediation

PE -> OC -> EE 0.030 0.018 1.654 0.099 19.847  No mediation

R&R -> OC -> EE 0.041 0.018 2.299 0.022  19.655 No mediation
0.042 0.019 2.200 0.028 28.060 Partially mediation

T&D ->0C -> EE

EE=Employee Engagement, PF=Performance Feedback, JS=Job Security, CA=Career Advancement,
T&D=Training & Development, R&R=Rewards & Recognition, EP=Employee Participation,
0OC=0rganizational Commitment
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4.7.2.3 Moderation Test

The last model of this study is to investigate the moderation effect of supervisor, co-
worker and organizational support on the relationship between organizational
commitment and employee engagement using PLS-SEM bootstrapping process through
Smart PLS 3.0 version software. Figure 4.5, Figure 4.6 and Figure 4.7 show the PLS-SEM
bootstrapping moderating effect results of supervisor, co-worker and organizational
support on organizational commitment and employee engagement linkage respectively.
The results in Table 4.18 illustrate that supervisor support has the moderating effect on
the relationship between organizational commitment and employee engagement as the
interaction effect of SS*OC is significant ($=.139, p<.01) confirmed that H5a is
supported. On the other hand, co-worker support cannot create any moderating effect on
the hypothesized relationship between organizational commitment and employee
engagement. In fact, result shows (see in Table 4.18) an insignificant interaction effect of
CWS*OC on that particular link (=.026, p=.631) suggested that the H5b is not supported.
Finally, the relationship between organizational commitment and employee engagement
is moderated by the organizational support as the interaction effect of OS*OC is
statistically significant (f=.221, p<.001) and thus confirms that H5c is supported.
Precisely, among the three moderating variables only two variables namely supervisor
support and organizational support have the moderating effect on the relationship between
organizational commitment and employee engagement but co-worker support does not

have any effect.
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Table 4.18
Results of moderation test of supervisor support, co-worker support and organizational
support

Path Std. T-

Hypothesis Path Coefficient  Error  Value P-Value Decision

OC->EE 0.587 0.054 10.825 <0.001

H5a SS -> EE 0.001 0.054 0.018 0.985 Supported
SS*OC -> EE 0.139 0.051 2.712 0.007
OC->EE 0.606 0.052 11.678 <0.001

H5b CWS ->EE 0.143 0.051 2.798 0.005 Suprgfrted
CWS*OC -> EE 0.026 0.055 0.480 0.631
OC ->EE 0.478 0.049 9.672 <0.001

H5c 0S ->EE 0.175 0.048 3.635 <0.001 Supported
0S*OC -> EE 0.221 0.038 5.852 <0.001

EE=Employee Engagement, SS=Supervisor Support, CWS=Coworker Support, OS= Organizational
Support, OC=0rganizational Commitment
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PLS-SEM bootstrapping moderator (supervisor support)
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PLS-SEM bootstrapping moderator (organizational support)
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4.7.2.4 Moderation Plots

Considering the definition of moderation suggests that a variable that may modify the
directions and/or strengthen the relationship between a predictor or independent and a
criterion or dependent variable is called moderator (Baron & Kenny, 1986). In fact, in
moderating effect, the slope of predictor is no longer be constant rather it depends linearly
on the level of moderator (Henseler & Fassott, 2010). Moreover, Hayes (2013) stated that
visual representation for interaction effect is an excellent way to understand moderator.
Thus, this study adapts Microsoft excel format suggested by Dawson (2014) to make
visual presentation of moderating effect. From the excel template, the two significant

moderating effects such as SS and OS are illustrated as shown in Figure 4.8 and Figure

4.9.
c
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Figure 4.8

Visual Presentation of moderator effect (supervisor support)
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Figure 4.9
Visual Presentation of moderator effect (organizational support)

In Microsoft excel template, the coefficient value of predictor, moderator and product term
is inserted to get graphical presentation of moderation. It is found that the positive
relationship between OC and employee engagement has been strengthened with the

presence of supervisor and organizational support.

4.8  The Prediction Quality of the Model

The path model’s quality of prediction is evaluated by observing the R? determination
along with its effect size (f?) and the cross validated redundancy (Q?) which is being

discussed in the following sections consecutively.
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4.8.1 Coefficient of Determination (R?)

To assess the structural path model, coefficient of determination is the most critical criteria
to use for all the endogenous latent constructs popularly is known as determination of R?2
(Hair et al., 2014). The R2 value refers to that how much total variances of exogenous
variables can be explained by its endogenous variables all together (Cohen, 1988).
Though, there is no best generalized value for R?, it is perceived that the higher the R2
value will have a larger percentage of variances to be accounted for. However, scholars
(Falk & Miller, 1992) suggested that R2 of .10 is considered as a least acceptable level.
Again, Cohen (1988) categorized the R? values for endogenous variables into three
different criteria. He recommended that the determination value of R? with .02 is deemed
as weak, R? with .13 is considered as moderate, and the value with .26 is regarded as
substantial correspondingly. Alternatively, scholars like Chin (1998) provided the values
for R? i.e. the value of .67 as substantial, .33 as moderate, and .19 as weak respectively
while using PLS-SEM path modeling approach. Therefore, from the above classification,
as this study is using PLS-SEM method as its major statistical analysis, the suggestions

cited by Chin (1998) for Rz values are more appropriate for this study.

Table 4.19
Results of R? of Endogenous Variables

Evaluation Criteria By Chin

2
Latent Constructs R2? Value (1998)
Employee Engagement 0.632 Moderate
Organizational Commitment 0.436 Moderate
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Table 4.19 exhibits the total variances of two endogenous variables namely, employee
engagement and organizational commitment. Results indicate that all the six HRM
practices (independent variables) along with organizational commitment (mediating
variable) can explain 63% variances to employee engagement (dependent variable). In
addition, the six HRM practices altogether can have the contribution to explain the
variances of 44% in organizational commitment. Thus, it is suggested that both the
endogenous latent constructs such as employee engagement and organizational
commitment can be accounted for moderate variances by their exogenous latent

constructs.

4.8.2 Assessment of Effect Size (f2)

Having evaluation of the determination of R2 for all the endogenous latent constructs i.e.
employee engagement and organizational commitment, the next evaluation criteria is to
assess the effect size (f2) as recommended by Hair et al. (2014). Assessment of effect size
(f2) is needed to verify whether the omission of a particular construct from the research
model it may have a considerable impact on its dependent constructs (Hair et al., 2013).
For calculating f2 value, Cohen (1988) recommended that the value of 2 ranging in
between .02 to .14 considered small effect size, value ranging in between .15 to .34
regarded medium effect size, and value within .35 and above treated as large effect size
while f2 value below .02 is considered as no effect size. The effect size formula is shown

below,
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R?%included — R?excluded
1 — RZ%included

2

Where, R? included depicts that the R? value of a particular endogenous latent construct
when a particular exogenous latent construct is included while R? excluded exhibits the

value of R2 when the corresponding endogenous variable is omitted from the model.

Table 4.20 exhibits the effect size results among all the exogenous and endogenous
variables. On the basis of Cohen (1988) study, results show that among all the exogenous
variables for its endogenous latent construct i.e. employee engagement only three namely,
career advancement, rewards & recognition and organizational commitment are showing
a medium effect size on employee engagement. Similarly, for the endogenous variable of
organizational commitment only career advancement, job security and training &
development are showing medium effect size. Though all the endogenous latent constructs
have been found as statistically significant to their exogenous latent constructs, effect size
results revealed low effect size for some of the endogenous variables. It is essential to
mention that Cohen (1988) argued, the exogenous variables which are recorded as low
effect size, it is not really mean that those variables are statistically not important for the

model.
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Table 4.20
Effect Size (f2) of Endogenous of Latent Variables

Relationships f2 Effect Size
CA->EE 0.182 Medium
EP -> EE 0.111 Small
JS->EE 0.072 Small
PF -> EE 0.123 Small
R&R -> EE 0.166 Medium
T&D -> EE 0.107 Small
OC->EE 0.282 Medium
CA->0C 0.198 Medium
EP ->0OC 0.138 Small
JS->0C 0.149 Medium
PF ->0C 0.108 Small
R&R ->0C 0.144 Small
T&D ->0C 0.148 Medium

EE=Employee Engagement, PF=Performance Feedback, JS=Job Security, CA=Career Advancement,
T&D=Training & Development, R&R=Rewards & Recognition, EP=Employee Participation,

0OC=0rganizational Commitment.

4.8.3 Assessment of Predictive Relevance (Q?)

After successful assessment of effect size for all the endogenous variables, this study also
use the Stone-Geisser’s method to determine the value of predictive relevance (Q?) of
study model by using blindfolding (Stone, 1974; Geisser, 1974). The blindfolding
approach is simply using of sample re use process through which calculating the cross-
validated predictive relevance generally known as Stone-Geisser’s value of Q? (Stone,
1974; Geisser, 1974). Scholars (Hair et al., 2014; Chin, 1998) recommended that when

calculating Q? for endogenous latent variables of a particular model, the predictive
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relevance value should be greater than zero (Q2>0). Thus, the blindfolding process has

been conducted for determining the value of cross-validated redundancy.

Table 4.21 illustrates that the predictive relevance (Q?) for all the endogenous latent
variables are more than zero attained the rule of thumb supporting that the model has

cross-validated redundancy (Chin, 1998; Henseler, et al., 2009).

Table 4.21
Results of Q2 of Endogenous Variables
Latent Constructs SSO SSE Q2 (=1-SSE/SSO)
Employee Engagement 5,362.00 4,166.62 0.223
Organizational Commitment 7,660.00 6,493.90 0.152

4.8.4 Assessment of Goodness-of-Fit Index (GoF)

Unlikely to the CB-SEM approach, PLS-SEM method does not have sufficient global
standard to evaluate the goodness of model fit. Typically, this lacking is regarded as a
major disadvantage of using PLS-SEM method (Hair et al., 2012). It is important to
mention that the word “fit” may differ from CB-SEM approach to PLS-SEM approach. In
CB-SEM method, the logic of fit depends on the covariance matrix which appears from
the contradictions of practical (empirical) and hypothesized model, while, PLS-SEM

gives concentration on the contradict among the observed (in case of manifested
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variables), or approximated (in terms of latent constructs) values of the endogenous latent

constructs and the values forecasted by the study model in question (Hair et al., 2014).

The present study estimates the GoF value to ascertain the validity of the PLS-SEM model
as suggested by scholars (Tenenhaus, Amato & Esposito Vinzi, 2004) that he GoF value
can be calculated to compare the performances of the model. The following formula has
been used to calculate the GoF value provided by Wetzels et al. (2009). They also
suggested the baseline for GoF value of .10, .25 and .36 is considered small, medium and
large. Therefore, this study has got the GoF value of .566 by using the given formula
indicates that the research model has large GoF supporting sufficient PLS-SEM model

validity.

GOF = /(RZ x AVE)

GOF = /(534 x .60)

GOF = .56

4.9  Summary of Study Hypotheses Testing
Table 4.22 summarizes all the hypothesized relationships those are being tested in this

study along with their results based on the testing using different statistical methods.
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Table 4.22

Summary of Testing of Hypotheses

Hypotheses Statement of Hypotheses Decision
Hypothesis 1a Career Advancement is positively related to Employee Engagement.  Supported
Hypothesis 1b Err%rglgg/;e;ntPartlmpatlon is positively related to Employee Supported
Hypothesis 1c Job security is positively associated with Employee Engagement. Supported
Hypothesis 1d Eiggg;nrﬁzzi Feedback is positively related to Employee Supported
Hypothesis 1 Eﬁ;\:gg;erﬁ Recognition is positively related to Employee Supported
Hypothesis 1 E;a;;géggng&ntDevelopment is positively associated with Employee Supported
Hypothesis 2a ggﬁizitrﬁgr:;ancement is positively related to Organizational Supported
Hypothesis 2b Emplqyee Participation is positively related to organizational Supported

commitment
Hypothesis 2¢ Jcoobmmsiteritérr:':y is positively associated with Organizational Supported
Hypothesis 2d E%rrgor;rﬂxlgst Feedback is positively related to Organizational Supported
Hypothesis 2e Rewarqls & Recognition is positively related to Organizational Supported
Commitment.
Hypothesis 2f Zga;}nr:wr}?nf;rgevelopment is positively associated with Organizational Supported
Hypothesis 3 S;ggg:ezr::ﬁ?al Commitment is positively associated with Employee Supported
Hvoothesis 4a Organizational Commitment mediates the relationship between Supported
P Career Advancement and Employee Engagement. PP
. Organizational Commitment mediates the relationship between
Hypothesis 4b Employee Participation and Employee Engagement. Supported
Hvoothesis 4c Organizational Commitment mediates the relationship between Job Sunported
yp Security and Employee Engagement. PP
Hvpothesis 4d Organizational Commitment mediates the relationship between Not
yp Performance Feedback and Employee Engagement. Supported
Hvpothesis 4e Organizational Commitment mediates the relationship between Not
yp Reward & Recognition and Employee Engagement. Supported
. Organizational Commitment mediates the relationship between
Hypothesis 4f Training & Development and Employee Engagement. Supported
Hypothesis 5a Supervisor  Support moderates the relationship  between Supported

Organizational Commitment and Employee Engagement.
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Co-worker  support moderates the relationship  between Not

Hypothesis 5b Organizational Commitment and Employee Engagement. Supported

Organizational support moderates the relationship between

Hypothesis 5¢ Organizational Commitment and Employee Engagement.

Supported

411 Chapter Summary

In conclusion, this chapter provides a comprehensive explanation about all the statistical
tools that are performed to test the study hypotheses. Particularly, this section highlighted
the process of data screening like, assessment of normality, detecting the outliers. It also
explains the preliminary data analysis such as, muticollinearity testing, non-response bias
test, test of common method variance. In addition, this section discusses about the tools
and results of analyzing measurement model in where reliability and validity has been
established of all the latent constructs. Furthermore, structural path models are assessed
through detail explanations of PLS-SEM significance of path coefficients, effect size (f2),
determination of R?, predictive relevance for all the path models in this study. Finally, this
chapter is ended by giving a detail summary of the testing of study hypotheses along with

the decisions.

196



CHAPTER FIVE

DISCUSSION AND CONCLUSION

51 Introduction

This been the final chapter of this study giving focuses fully on the detail discussions
about all the study findings in accordance with the research objectives, research questions
along with the developed hypothesized relationships based on literature review. In
addition, this chapter discusses about the theoretical, practical/managerial and
methodological implications of this study. Furthermore, it also identifies the limitations
and makes suggestions and recommendations for future study. Finally, this ends with the

concluding remarks of the study.

5.2 Synopsis of Research Findings

This study investigates the direct relationships of six HRM practices such as career
advancement, employee participation, job security, performance feedback, rewards &
recognition, training & development with employee engagement in the context of banking
sector employees in Bangladesh. In addition, this study examines the mediation effect of
OC on the relationship between HRM practices and employee engagement. Furthermore,
this study also investigates the moderation role of SS, CWS and OS on the link between
OC and employee engagement. This study employs a cluster sampling method to collect
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data from banking employees of Bangladesh. A self-reported questionnaire is given to

employees to give their opinion on a 5-point likert-scale.

Results obtained from self-reported method along with the use of PLS-SEM path
modeling approach statistically support that all the six HRM practices (career
advancement, employee participation, job security, performance feedback, rewards &
recognition, training & development) have the significant positive association with
employee engagement. In the case of mediation role OC, among six linkages of HRM
practices and employee engagement, only four relationships namely, career advancement,
employee participation, job security, training & development with employee engagement
are mediated through OC. Study results further confirms the moderation effect of SS and
OS on the positive relationship between OC and employee engagement. On the whole,
results of PLS-SEM method give statistical significant support for most of the
hypothesized relationships of this study. More specifically, findings reveal that all the
thirteen (13) hypothesized direct relationships between exogenous and endogenous latent
constructs are statistically positive and significant. Results further reveal that among the

six initial hypothesized indirect (mediation) links, four (4) links are supported statistically.

Lastly, out of three initial hypothesized moderation effects, only two hypotheses have the
statistical support which confirms by the study sample of 383 banking employees in

Bangladesh. In brief, out of total twenty two (22) hypotheses, nineteen (19) hypotheses
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are found statistically significant whilst, contrary to the remaining three (3) hypotheses

are found statistically not supported.

5.3 Discussions

Based on the research hypotheses along with the PLS-SEM path modeling, this section
gives a comprehensive discussion considering all the hypothesized relationships among
the study variables. It includes the discussions about (i) the relationships between HRM
practices (career advancement, employee participation, job security, performance
feedback, rewards & recognition, training & development) and employee engagement; (ii)
the mediation role of OC on the linkage between HRM practices and employee
engagement, and (iii) the moderation effect of SS, CWS and OS on OC-employee

engagement linkage.

5.3.1 Relationship between HRM practices and Employee Engagement

The primary research question of this study is concerned with positive direct relationships
between HRM practices (career advancement, employee participation, job security,
performance feedback, rewards & recognition, training & development) and employee
engagement. Thus, this section will discuss each of the HRM practices separately in

relation to employee engagement so that to have obvious understandings of which
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particular HRM practices are mostly important predictors of employee engagement.
Employee engagement is defined as the employees’ positive, fulfill and position of mind
towards their work with full of energy, enthusiasm and concentration (Schaufeli et al.,
2002). It is, in fact, the employees’ feelings of capabilities of doing their assigned tasks
more effectively as they are vigorous and dedicated towards their job. This study derives
six direct and positive hypotheses and tests on the relationships between HRM practices

and employee engagement.

5.3.1.1 Career Advancement and Employee Engagement

Career advancement is found to have a significant positive relationship with employee
engagement. This study finding is in line with the suggestions of Chen (2017), Van De
Voorde and Beijer (2015) and Alias et al. (2014) that career advancement as HRM practice
can positively improves the level of employee engagement if adequately introduced and
properly managed. In addition, study result suggests that career advancement is a one of
the vital HRM practices, hence it needs to be prioritized and be provided adequate focus
by the management to boost employee engagement. Findings support that if banks
introduce a proper career development opportunity for their employees, they feel that their
organizations are concerned about their well-being that make them more engaged at their
work. In fact, when employees perceive that they have bright career opportunities in their
organizations, it reduces the anxiety which in result high level of engagement.

Additionally, Alias et al. (2014) stated that in recent time, organizations are creating career
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opportunity not only to support employees by developing their career but to enhance their
engagement level towards their work. This result is also in line with the argument of SET
(Blau, 1964) suggested a reciprocal relationship among two parties (employee and
employer or management). More specifically, the study finding reveals that employees
particularly in banking sector give more emphasis on their career planning opportunities,

and when given they reciprocate by enhancing the engagement.

5.3.1.2 Employee Participation and Employee Engagement

As predicted, employee participation is found to have a positive statistically significant
association with employee engagement among the banking employees in Bangladesh.
This significant finding is relevant with prior studies (Cooke et al., 2016; Benn et al., 2015;
Marescaux et al., 2012). Scholar like Cheung and Wu (2011) argues that employee
participation as HRM practices is a very crucial predictor to enhance employees’ positive
behavioral outcome like engagement. In fact, if employees will be involved in
organizational decision-making process, they will understand the extent to which they
need to build competence and aptitude in order to achieve organizational goals (Kingir &
Mesci, 2010). For example, when banks allow their employees to take part on decision-
making discussion, they will have more specific guidelines to do their work that, in turn
help banks to be competitive. Moreover, participatory decision-making process create
belongingness and congenial environment between management and employees that

really reduce the work pressure and enhance the level of employee engagement. Cooke et
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al. (2016) conducted a study among banking sector employees in China, and illustrated
that allowing employees to participate in decision making process enhances their
creativity and engagement in doing their job. It is, therefore, suggested that when
employees perceive that they are imperative to the organization and they have the right to
take part in the management decision making process, they will be more likely to

reciprocate with higher level of employee engagement.

5.3.1.3 Job Security and Employee Engagement

Regarding the linkage between job security and employee engagement, the results also
indicate that job security has a positive significant relation with employee engagement.
This finding supports job security as an important antecedent of employee engagement.
One possible reason could be the higher feelings of employees on the job security that
makes them confident of discharging their assigned duties let them to have high
engagement level. More specifically, most of the banking sector employees in this study
are married and more responsible to maintain their family that makes them more concern
about their secured employment as in Bangladesh, now a day, private banking sector is
becoming more difficult to get a job. Thus, job security is an important signal by which
banking employees feel secured and cared by their banks and will be most prone to exert
time and energy during their job. It is also clear from the study findings that higher the
employees’ perceptions in regards to job security within the organizations, higher the

employees’ level of engagement (Senol, 2011). With this line, Poyraz and Kama (2008)
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recommended that job security practices is one of the important motivational tools to make
the employees feel relax, that ultimately help them to exhibit positive attitude towards
their work. Most importantly, this significant positive relationship confirms the norms of
social exchange which suggests that in reciprocal settings, people (employees) are likely
to feel obliged, and want to repay or reciprocate favorable benefits, treatment or gestures
offered by others (organizations). Similarly, De Witte, De Cuyper, Handaja, Sverke,
Néswall & Hellgren (2010) conducted a study on the Belgian banking sectors employees
and found that high job insecurity may create health hazards resulting poor level of
employee well-being that may reduce employees job related positive behavior such as
employee engagement. Chen (2017) also found the positive association between HRM

practices particularly job security and employee engagement.

5.3.1.4 Performance Feedback and Employee Engagement

As expected, performance feedback is found to have a positive significant relationship
with employee engagement. The current study finding is in regard with the prior research
(Volpone et al., 2012; Van den Broeck et al., 2008) suggested that employees with
adequate feedback about their performance be likely to have proper guidance to develop
themselves. This is basically advances the communication among two parties, and
facilitates the supervisor and the employees to come up with a way to enhance the
employee performance. The study finding suggests that greater perception of employees

on having adequate feedback on performance, they feel that their supervisors are really
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interested on their career growth, learning, and development. Indeed, giving accurate
measures is the way to get them back on work or enhancing their efficiency that
encouraged them to be engaged more. For example, as banking sector is a service based
industry where performance of employees is only key to success, so employees should
know about their strengths and weaknesses for their better performance. In fact, lack of
developmental feedback may create ambiguity, confusion, and conflict about the exact
expectations of the organizations, and will have less opportunity for correction and
innovation, all together will lead to less energetic and enthusiastic during the job. Menguc
et al. (2013) found a positive significant relationship between performance feedback and
employee engagement among the service sectors employees. They argued that employees
with clear objectives and guidelines about their work are more likely to have higher
motivations and thus lead to be highly engaged at their workplace. In addition, this study
result also reveals the norms of reciprocity by arguing that employees with adequate
developmental feedback on performance from their supervisor feel obliged, and

reciprocate by enhancing their engagement level.

5.3.1.5 Rewards & Recognition and Employee Engagement

Regarding, the relationship between rewards & recognition and employee engagement, as
expected, rewards and recognition is an important predictor of employee engagement
among the Bangladeshi banking sector employees. The current study finding is also

consistent with prior research (Presbitero, 2017; Lardner, 2015; Breevaart et al., 2014;
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Alias et al., 2014; Karatepe, 2013). Karatepe (2013) argued that rewards & recognition is
one of the most critical HRM practices to enhance specifically service employee
engagement and simultaneously lack of appropriate rewards & recognition may buffer
burnout and lead to negative behavioral outcomes. Alternatively, employee engagement
may vary based on the function of receiving benefits for their job performance from banks,
as banking employees perceive reward & recognition as the positive evaluation of
significant contributions. It is therefore, concluded that banking employees will be more
likely to exhibit their level of engagement towards the work depends on the extent of
perceptions to which they are receiving rewards & recognition for their task performances
from banks. This finding is also in the line of SET argued that one (employee) might feel
obliged if they receive appropriate rewards & recognition from the organization and will

repay by engaging themselves more to the job.

5.3.1.6 Training & Development and Employee Engagement

Training & development is found to have positive and statistically significant relationship
with employee engagement. Results support that training & development HRM practice
is a more salient predictor of employee engagement particularly for banking employees.
The probable reason could be in accordance with the reciprocity norms of social exchange
relationships (Blau, 1964; Emerson, 1976) stated that employees are likely to engage
themselves positively towards their work if they sense that their organizations values and

recognize them by creating sufficient opportunities for training & development (Gruman

205



& Saks, 2011). Moreover, in banking sector, employees are continuously engaged in
dealing with customers and demographic profile shows that most of the employees are
very young who needs comprehensive training & development programs to serve their
best. Likewise, rigorous training & development programs communicate massage to
employees that organizations are intended to make a long-term investment on their
personal growth and progress that make them oblige to repay with high employee
engagement (Presbitero, 2017; Karatepe, 2013). The significant positive association
between training & development and employee engagement has also been found by Suan

and Nasurdin (2014) among Malaysian service employees.

From the above discussions of HRM practices and employee engagement, all the HRM
practices are found as important predictors of employee engagement. In fact, all the six
HRM practices perceived by banking employees in Bangladesh are inspired them to be
engaged more in doing their role performance. In general, the current study findings are
in the line of SET (Blau, 1964) suggests that the reciprocal social exchange relationships
can be generated among the two different parties (i.e. employer and employee) within the
organizations. HRM practices, therefore, work as a social exchange instruments
introduced by the organizations to motivate their employees in a positive way and provide
them some socio-economic and emotional resources (Cropanzano & Mictchell, 2005)
which, in turn, feel employees obliged and make them more engaged towards their job in

a kind of repayment.
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5.3.2 Mediating Effect

This section discusses the mediation role of OC on the relationship between HRM
practices and employee engagement. In accordance with the research questions, research
objectives are also need to address that whether OC can mediate the relationship between
all the six HRM practices (career advancement, employee participation, job security,
performance feedback, rewards & recognition, training & development) and employee
engagement. This section will discuss about all the hypothesized relationships those need
to be tested to ascertain OC as the mediator variable on HRM practices-employee

engagement linkages.

5.3.2.1 Relationship between HRM practices and Organizational Commitment

The second research objective is to examine whether HRM practices have the significant
positive association with OC. The current research findings show that all the six
hypothesized relationships between HRM practices (career advancement, employee
participation, job security, performance feedback, rewards & recognition, training &
development) and OC are positive and statistically significant (see in Table 4.17 in

Chapter 4).
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Firstly, results confirm and state that career advancement is a most important predictor of
OC among the banking employees in Bangladesh. The possible reason could be the
demographic characteristics of the survey respondents who have just entered to their job
and are very eager to ensure whether they have the proper career path for their further
career advancement. This study finding is similar to the study of Juhdi et al. (2013)
suggested that career advancement practice allows employees to have smooth promotional
opportunities and ensures their personal growth that encouraged employees to think

beyond their assigned duties that makes them committed towards the organization.

Secondly, the results of this study also confirm the hypothesized relationship between
employee participation and OC suggesting that employee participation is a positive and
significant predictor of OC. Studies (Thompson, Buch & Kuvaas, 2017; Fabi, et al., 2015;
Young, Bartram, Stanton & Leggat, 2010) found that there is a positive relationship
between employee participation and OC argued that when employees get the opportunity
to participate in decision making process, they feel that they are valued and recognized by
their organization and sense to identify themselves as a member of that particular
organization. In fact, treating employees with respect, and as intelligent and capable
individuals, they will be more committed towards the organization, and keep trusting to

management.

In addition, job security is found to have statistically significant and positive relationship

with OC among the banking sector employees in Bangladesh. The probable reason is that
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most of the participants are males and married who are supposed to take all the
responsibilities of their family. Moreover, in the context of Bangladesh where
unemployment rate is so high (Asadullah, 2015), it is therefore, justified that the
perceptions employees regarding job security will determine the extent to which they will
be involved emotionally to their organizations. The similar results have been found by
other scholars (e.g., Lamba & Choudhary, 2013; Gong & Chang, 2008) recommended that
higher employment security makes employees more confident and feel of ease by reducing
anxiety and unwell-being. In fact, studies (Staufenbiel & Konig, 2010) identified that high
level of job insecurity may reduce the employees’ in-role and extra-role job performance

and increase absenteeism and turnover intentions.

The next hypothesis is found to be statistically significant that performance feedback is a
significant predictor of OC suggests that when employees get developmental form their
supervisor, they are likely to be more committed towards their organizations. As this is
mentioned earlier (see in Table 4.10 in Chapter 4) that majority of the respondents are
very new in the banking sectors job and even having the experience of less than four years,
they expect a more developmental feedback on their job performance so that they can
improve themselves in accordance with the expectations of management. Moreover, this
study finding is similar to the other previous studies (e.g., Boon & Kalshoven, 2014; Bal
et al., 2013) suggested that high commitment HRM practices such as performance
feedback not only help to enhance the employees’ performance but also to make a long

term employee commitment towards their organization.
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Results find a positive significant relationship between rewards & recognition and OC.
Rewards & recognition refers to the receiving various outcomes for their excellent job
performance (Saks, 2006). In this regard, this study finds that rewards & recognition is
one of the important antecedents of OC suggesting that banking employees are receiving
appropriate rewards & recognition for their additional meaningful work that results in a
sense of repayment by committing more to their organizations. The similar findings have
been found by Alias et al. (2014) among the service sector employees and identified that
both extrinsic and intrinsic rewards & recognition significantly enhance employees’
positive attitude that further lead them to stay in that organization for a longer period of
time. Alike, Srivastava and Dhar (2016) also confirmed the significant relationship

between rewards and employee engagement.

Finally, this study hypothesized the positive association between training & development
and OC and the current study findings of banking employees confirm that training &
development is a critical predictor of OC. The possible reason could be the majority of
the respondents have less experience even less than six years, thus tend to be less skilled
in performing their job that requires an extensive training & development programs. When
employees perceive that their organizations are providing rigorous training programs for
their personal growth by making them more competent, they will be obliged and
reciprocate with high commitment. In this regard, Alfes et al. (2013) identified that by
introducing an appropriate HRM practices such as training & development, organizations
can enhance the employees’ positive behavioral outcomes like organizational citizenship

behavior or OC and can reduce the negative outcomes such as turnover intentions.
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Similarly, Bashir and Long (2015) also found positive relationship between training &

development and OC.

From the above discussions, it is, therefore, confirmed that all the six-hypothesized
relationship between HRM practices (career advancement, employee participation, job
security, performance feedback, rewards & recognition, training & development) and OC
are statistically positive and significant in the context of banking sectors in Bangladesh.
Moreover, these hypothesized linkages are also ascertained the reciprocal norms of SET
(Blau, 1964) stated that in social exchange settings, organizations use HRM practices as
the tool to provide different resources which in turn build employees sense of obligation

and will reciprocate by building higher level of commitment to their organizations.

5.3.2.2 Relationship between Organizational Commitment and Employee Engagement

Regarding the next hypothesis is to investigate that whether OC is positively related to
employee engagement and study results indentify that OC positively and significantly
predict employee engagement. This is the most debatable hypothesis of this study treated
OC as the predictor of employees’ different behavioral outcomes such as employee
engagement rather considered it as employees’ psychological or behavioral outcome
though several studies (Nazir & Islam, 2017; Karatepe, 2013; Albrecht, 2012) placed OC
as different psychological outcomes. However, most importantly, Bangladeshi banking
sector employees confirm that OC is the highly significant predictor of employee
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engagement and establish the causal order between OC and employee engagement. This
study finding is also supported by previous research (e.g., Katou, 2017; Shuck, Owen,
Manthos, Quirk & Rhoades, 2016; Ibrahim & Falasi, 2014; Zopiatis, Constanti &
Theocharous, 2014; Yalabik, 2013) who considered OC as an antecedent of different
employees’ behavioral outcome arguing that OC is the emotional attachment and
identification of employees towards their organization, as a whole and employees’
engagement is the psychological state and full dedication towards their job or work role
itself. In other words, employees who are highly committed to their organizations are more
likely to ensure the organizational success by engaging them more towards their job or
role performance. In this regard, De Cuyper et al. (2009) showed the increasing trend of
employee engagement when transforming employees from provisional to permanent.
Furthermore, prior empirical research (e.g., Nazir, Shafi, Qun, Nazir & Tran, 2016; Fabi,
Lacoursiere & Raymond, 2015) showed the significant relationship between OC and
employees’ behavior, recommended that OC is relatively more stable in relationship
between employee and their organization over the period, thus makes OC as a critical
predictor of different employee behavior, such as organizational citizenship behavior,

innovative work behavior, and turnover intention.

5.3.2.3 Mediating Effect of Organizational Commitment

The fourth research objective in regard to examine that whether OC has a mediating effect

on the relationship between HRM practices (career advancement, employee participation,
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job security, performance feedback, rewards & recognition, training & development) and
employee engagement. In previous sections, study results give support of all the HRM
practices are the significant predictors of OC and OC has the significant positive relation
to employee engagement. At present, it is to observe that OC can mediate the relationship
between HRM practices and employee engagement by addressing the black-box stage and
findings show the partial support for mediation hypothesis. This suggests that among the
six HRM practices-employee engagement relationships, OC has partial mediation effects
on four HRM practices-employee engagement linkages. Previous research (Karatepe,
2013; Tang & Tang, 2012) suggested the black-box stage between job-related resources
and employee performance explaining that job resources specifically, HRM practices are
more likely to have the indirect effect on employee performance rather direct relationship.
Similarly, Fabi et al. (2015) have identified that high performance work practices have no
direct effect on employee behavior i.e. turnover intention rather an indirect effect on these
through mediator variable is called OC. However, the current study results show that OC
has the partial mediation effect on the relationship between career advancement, employee
participation, job security, training & development and employee engagement. The
possible reason could be the direct relationship between HRM practices and employee
engagement is as strong comparatively to their indirect relationships that indicates a partial
mediation of OC. Moreover, this study finds that no mediation of OC on the relationship
between performance feedback, rewards & recognition and employee engagement that
means indirect effect cannot absorb the direct relationship between exogenous and
endogenous latent variables. It indicates that HRM practices such as performance
feedback and rewards & recognition have strong direct association with employee

engagement in the absence of OC (see in Table 4.16) compare to indirect relation to
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employee engagement through OC (see in Table 4.16). It indicates that banking
employees, with proper feedback about their performance and adequate rewards &
recognition, will engage without having any mediator variable. It is, therefore concluded
that among the six HRM practices-employee engagement linkages, four relationships are
partially mediated by OC and no mediation is found on other two HRM practices-
employee engagement linkages in the context of banking sector employees in Bangladesh.
Results indicate that HRM practices not necessarily always follow the black-box stage of
indirect effect on employee behavior such as employee engagement rather they itself have

the significant direct relationship with employee engagement.

5.3.3 Moderating Effects

The fifth research question fully deals with the moderating role of WRS namely, SS, CWS
and OS. In regard of this research question, the moderating hypotheses are to address
whether SS, CWS and OS act as moderator on the relationship between OC and employee
engagement. This section wholly discusses about each of the moderating variable on OC-

employee engagement relationship.

5.3.3.1 Moderating Effect of Supervisor Support
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In regard to the hypothesis Hb5a states that SS has the moderation effect on OC-employee
engagement linkage such that, employees with higher SS can strengthen the relationship
between OC and employee engagement. Study results support that the interaction effect
of SS can buffer the relationship. Results show that SS can positively (see in Table 4.19)
buffer the relationship such that SS can compensate if employees exert low level of
commitment towards the organization. Prior research (e.g., Rai et al., 2017; Lee & OK,
2015; Vera et al., 2015; Sawang, 2012) also give support suggesting that SS treated as
organizational resources that can minimize the impact of psychological stress on
individual’s behavioral outcomes. Additionally, Sing and Nayak (2015) noted that the
perceptions of employees regarding SS can foster the organization related attitudes of
employees. They further cited that when SS is higher, the perceptions and attitudes of
employees towards their organization (OC) are become less important predictor on
employees’ behavioral outcomes such as employee engagement. Based on the above
discussion, it is concluded that employee engagement among the banking employees is
high when they will have higher support from their supervisor than that of the employees
with low SS. As demographic profile of respondents, shows that most of the employees
in this study are young and less experiences who expect more support from their mentor
to make their job success. Results indicate that among the banking sector employees in
Bangladesh, they yet require a high WRS specifically support from supervisor to boost up
their dedications towards the work. For instance, if banks’ supervisors keep trust and give
authority to their subordinates that increase their (employees) confidence on supervisor,
subsequently, leading to a high dedication and enthusiasm towards their work resulting in
high level of engagement. This is a good opportunity for banks’ supervisors to captivate

their subordinates and simultaneously in building a harmonious relationship with them.
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5.3.3.2 Moderating Effect of Co-Worker Support

In this study CWS treated as the moderator variable on the relationship between OC and
employee engagement. Result shows that CWS has no moderation effect on OC-employee
engagement relationship though CWS is significantly related to employee engagement. It
indicates that level of engagement among banking employees cannot be estimated by the
interaction of OC and CWS. This finding is similar to prior studies (e.g., Veraetal., 2015;
Sawang, 2012) found that CWS cannot buffer the impact of job resources on employees’
behavioral outcome within service employees. In fact, CWS has the higher buffering
impact only in the presence of SS (Guchaita, Pasgamehmetoglu & Dawson, 2014). Vera et
al. (2015) conducted a research among the service employees and found even a stronger
relationship between job autonomy and employee engagement when SS is high but the
same case is not true for the CWS. The possible reason is that employees perceive
supervisor as the representative of organization and they are more likely to have a higher
support from their supervisors over colleague in response to their jobs. More specifically,
the majority of banking employees are very young and less experience (see in Table 4.10)
who expects more help or support from their supervisor or manager regarding job related
problem-solving issues. It is, thus, concluded that the effect of CWS remain same no
matter OC is high or low. This indicates that the interaction effect of OC and CWS on
employee engagement is insignificant (see in Table 4.19) and the level of banking

employees’ engagement remain same even in the presence of CWS.
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5.3.3.3 Moderating Effect of Organizational Support

The final hypothesis of this study is to investigate the moderating effect of OS on the
relationship between OC and employee engagement. The study findings show that the
interaction effect of OC and OS on employee engagement is positive and statistically
significant (see in Table 4.19). It indicates that employees who experience a high level of
OS are likely to exert high level of employee engagement. In fact, when employees
experience low level of positive attitudes towards their organization (OC), they are
expected to show negative work-related outcomes, and then OS can act as an important
asset to strengthen the relationship. A high level of OS entails the requirement of support
for employees in case of both socio-economic needs or in case of equipment, funding,
technology (Eisenberger et al., 1986). The current study finding is similar to previous
studies (e.g., Rai et al., 2017; Hur et al., 2015; Shantz et al., 2014) suggesting that OS can
compensate the effect of relatively low level of employees’ positive attitudes on
employees’ behavioral outcome. Study findings suggest that relatively less committed
employees are not likely to exert a low level of engagement if they perceive that their
working environment is supportive. In other words, lower level of OC is associated to
lower level of employees’ positive behavioral outcomes such as engagement only if
employees perceive that they are not supported by the organizations. The present study
lends support to place OS in the norms of SET and states that with low level of OS,
employees experience high level of negative and low level of positive behavioral
outcomes. Prior research (e.g., Panaccio & Vandenberghe, 2009; Hochwarter et al., 2006;

Witt & Carlson, 2006) also explained OS on the basis of SET by conceptualizing it as an
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important organizational resource that may have the buffering effect on the negative
consequences employee attitudes towards their organization. More specifically, when
employees get adequate resources from their organization, they will reciprocate (Blau,
1964) resulting in higher engagement towards their work. In brief, banking employees
who experience a low level of OC not always exert low level of employee engagement if

they perceive that their organizations provide sufficient support to them.

In conclusion, PLS-SEM results reveal that WRS namely, SS and OS have the moderation
impact on the relationship between OC and employee engagement. But contrary to the
hypothesis, results show that CWS cannot play as a moderator variable on OC-employee
engagement relationship. It indicates that banking sector employees in Bangladesh are
more likely to expect the support from their supervisor and organization rather co-worker.
Hence H5 is partially supported. This is also consistent to the buffering hypothesis of
Caplan (1974) developed particularly to understand the effect of different support on
employee stress-outcomes relationships. Interestingly, prior empirical study of buffering
hypothesis in support is found to have a similar pattern of results in relation to this study.
Indeed, this study results confirm the applicability of Caplan’s (1974) buffering
hypothesis to explain the relationships among OC, SS, OS and employees’ behavioral
outcomes i.e. employee engagement recommending that the presence of SS and OS can

offset for a lower level of OC.
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5.4 Implications of the Study

The current research findings have different implications in relation to theory and practice.
This study mentions several insights considering to employee engagement within banks
that are been discussed during the research. To the best knowledge of researcher, this is
one of the very few empirical works that has been conducted in the developing countries,
particularly, in banking sector employees in Bangladesh to investigate the relationships
among HRM practices, OC, WRS (i.e. SS, CWS and OS), and employee engagement.
Each of the implications of this study, therefore, will be discussed in the following

sections.

5.4.1 Theoretical Contributions

Regarding the theoretical contribution, this study provides additional empirical literature
in the field of organizational behavior, HRM development and employee engagement.
Specifically, this study developed a model to explain the relationship between specific
HRM practices such as career advancement, employee participation, job security,
performance feedback, rewards & recognition, training & development and employee
engagement. Previous studies (Chen, 2017; Huang et al., 2017; Van De Voorde & Beijer,
2015; Menguc et al., 2013; Azoury et al., 2013; Alfes et al., 2013; Bal et al., 2013) give
emphasis on a bundle of HRM practices to predict employee engagement without

explaining that which HRM practices are more critical to make the employees more
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engaged. While very few studies (Sharma & Sharma, 2010; Mohapatra & Sharma, 2010)
considered individual HRM practices to predict employee engagement treating OC and
employee engagement as a same construct. The current research framework theoretically
provides an addition knowledge regarding the predictors of employee engagement by
demonstrating that all the six HRM practices namely, career advancement, employee
participation, job security, performance feedback, rewards & recognition, training &

development are highly significant predictors of employee engagement.

Most importantly, findings of this current study provide a new dimension in knowledge
of understanding SET (Blau, 1964). The norms of SET (Blau, 1964) proposes that in a
social exchange setting (in organizations), the parties who are involved in an exchange
relationship need to have a sense of mutual benefits (i.e. exchange) of each of the parties,
where a positive gesture from one part needs to be reciprocated by the other counterpart.
This study applies the reciprocal norms of SET and empirically establishes the link
between HRM practices and employee engagement. It demonstrates the perception of
employees regarding different HRM practices that build feelings of obligation and
concern for the organization, which subsequently make them, obligate to repay in kind
and reciprocate by performing with more dedication, enthusiasm and concentration
resulting in high level of engagement. The study findings confirm that specific
organizational HRM-practices like career advancement, employee participation, job
security, performance feedback, rewards & recognition, training & development give
feelings to the employees that they valued, recognized and cared by their organizations

and thus make obliged to give back with high engagement during their job performance.
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Another important contribution of this study is that the findings further contribute to the
knowledge of understanding regarding black-box stage between exogenous and
endogenous latent constructs. Previous research (Karatepe, 2013) proposed that HRM
practices influence the employees’ motivation to exert elevated level of employee
performance during work through black-box stage. This study considers OC as a mediator
variable to explain the relationship between HRM practices and employee engagement to
understand the application of black-box stage by demonstrating that how HRM practices
help to motivate the employees to accelerate their level of engagement in the workplace.
The study findings reveal that OC can partially mediated the relationship between HRM
practices and employee engagement, particularly for certain HRM practices such as career
advancement, employee participation, job security, training & development and employee
engagement relationship can be explained through OC. It is, therefore, concluded that if
the direct relationship between independent and dependent variable is weak then only
mediator variable can play an important role to explain black-box stage. This study
partially validates the black-box theory as the direct relationship between HRM practices
and employee engagement is very high and these relationships slightly absorbed after

including the mediator OC.

Furthermore, this study gives empirical support regarding the significance of
distinguishing the two constructs of OC and employee engagement. This study has
validated that employee engagement is different from OC and these two constructs are
discriminant and separate from each other. The current study also establishes the causal

order between these two variables. It suggests that OC is the perception or attitudes of
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employees towards their organization and employee engagement is the dedication,
concentration and enthusiasm towards their work itself. Further it argues that when
employees perceive themselves as a member of that organization and want to identify
themselves with the organizational achievement, then they will have the concern for the

success of the organization, that lead them to be engaged more towards their work.

Moreover, this study extends the conceptual research and HRM development studies in
organizational behavior domain by investigating the role of SS and OS in the relationship
between OC and employee engagement. This study helps to strengthen the literature by
emphasizing the moderating role of SS and OS on the relationship between employee
attitudes and employees’ behavioral outcomes. In line with social interaction settings that
SS and OS help to strengthen employees’ positive attitudes via reciprocal norms (Rhoades
& Eisenberger, 2002; Eisenberger et al., 1986), findings of this study suggest that SS and
OS acted as the full moderator on the relationship between OC and employee engagement.
In brief, this study has highlighted the significance of employees’ perceptions regarding
SS and OS in shaping their reactions associated to the relatively low level of employee

attitudes on employees’ behavioral outcomes.
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5.4.2 Management Practices Implications

From the managerial or practical standpoint, the findings of present study have several
significant implications. Particularly, this study will facilitate managers in private sector

banks, practitioners as well as the policy makers of banking industry in Bangladesh.

Firstly, this study provides additional empirical evidences on the statistical significant
relationship between HRM practices and employee engagement with the mediation effect
of OC. In essence, results of the current study recommend that the HRM practices are
significant catalyst to make the banking employees’ more energetic, dedicated, and
enthusiastic during their role performance and thus, HRM practices need to be prioritized
in the organizations. In other words, the perceptions of bank employees regarding their
concern banks’ HRM practices more specifically career advancement, employee
participation, job security, performance feedback, rewards & recognition, training &
development significantly affect their level of engagement. Simultaneously, having the
highly engaged employees are treated as the strategic move for the service organization
such as banks (Kusluvan et al., 2010), as employee engagement is considered as the
positive and energetic state while doing their jobs. Therefore, bank managers are being
suggested to introduce these practices to foster their employees’ work performance in

order to achieve organizational success.
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Secondly, this study also reveals the importance of OC of predicting employee
engagement. Thus, these findings give yet another important clue to the bank management
to boost their employees’ engagement. As the crucial management implications might be
to give focus on employee engagement as a fundamental goal of the organizations (Bakker
et al., 2011). In fact, Barnes and Collier (2013) suggested using global measures such as
OC in predicting employee engagement, and it is essential since these measures are quite
easy to evaluate on a stable basis and organizations can develop certain interventions with
the goals to enhance the employee engagement. Thus, organizations may foster their
employees’ commitment towards the organization by establishing the proper HRM

practices and that may result in higher level of engagement.

The third implications for bank management to understand the role of availability of WRS
such as SS and OS within the organizational settings. The current study findings suggest
that organizations should create such an environment by ensuring the support from both
supervisor and organization that has influence on employee engagement. Barnes and
Collier (2013) stated that supportive organizational climate is important since it give
signals that employee engagement is not just a personality trait that can be traced through
an extensive interview process rather it is organizations that can create the environment
where employee engagement thrives. Most importantly, the present service organizations
such as banks need to develop such a supportive relationship (supervisor and organization)
with their employees so that they feel highly energetic, enthusiastic and dedicated at
workplace as their works are active and pleasurable (Ten Brummelhuis et al., 2012).

Therefore, the study findings suggest that bank managers should ensure whether
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employees get adequate support from their supervisor or organization that make
employees to feel confident and relax which in turn ensure higher employee engagement.
Recent studies (Ten Brummelhuis et al., 2012; Dollard & Bakker, 2010) also noted that

introducing SS and OS may enhance daily engagement towards the job.

55 Limitations and Directions for Further Research

Though these study findings have enormous theoretical and methodological contributions
as well as managerial implications, likewise other empirical research still this study also
has a number of limitations that needs to be addressed. However, these study limitations
might be considered for the ground of future research, but still current study findings need

to be interpreted by taking into consideration the flaws of the study.

Firstly, this study applies a cross-sectional method by which data has been collected at
once during the research period (Zikmund et al., 2010). Such type of methods does not
allow to establish a causal relationship among the key study variables. Cross-sectional
approach, unlike to the longitudinal or experimental research design, cannot measure the
significant change in key variables over the time period, that makes it inappropriate in
causal studies (Cohen et al., 2013). On the other hand, longitudinal studies allow to
establish causal links and to develop inferences (Cohen et al., 2013). However, this study
has time constrained that makes the using of longitudinal approach is impractical from the
current point of this research, future study should consider the longitudinal research design

to get better insights from the causality of the hypothesized links among the study
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variables. This approach more specifically appropriate since there is a relatively few
studies have found in the domain of employee engagement studies, particularly in the
Asian context as compare to the Western (Hakanen et al., 2008; Xanthopoulou et al.,

2008).

Secondly, this study collects data using self-reported questionnaires which might create
the common method bias problem in the study (Podsakoff et al., 2003). Although prior
studies (Barnes & Collier, 2013; Karatepe, 2013; Saks, 2006) used this approach to
measure employee behavior, yet this approach could create the common method variance
problem. To reduce the problems subjected to common method bias, this study has
employed several techniques (see in section 4.4). In spite of being ensured the anonymity
and confidentiality of this survey, this is unlikely to remove the possible problems of
social-desirable tendency among participants, which could be one of the factors to
contribute in the common-source variances (Podsakoff et al., 2003). Therefore, future
studies may consider multiple sources for collecting the data in their research. Despite of
having lots of problems in self-reported method, it is important to note that this approach
is considered well accepted when the objective of the study is to gather the information
about individual’s attitudes and perceptions (Spector, 1994; Schmitt, 1994). Spector
(1994) stated that cross-sectional research design and self-reported method is very
effective for the organizational behavior research, as it allows to get a clear understanding
about the perceptions and feelings of employees regarding their job. Therefore, using the
self-reported questionnaires by the banking sector employees is considered still as an

appropriate technique.
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Thirdly, this study only gives focuses on the HRM practices (career advancement,
employee participation, job security, performance feedback, rewards & recognition,
training & development) as the major predictors of employee engagement, thus this study
incorporates only one part of organizational factors to explain the variances of employee
engagement. But the other factors might also be able to explain the variances of employee
engagement significantly. In this regard, the future research may include other potential
antecedents of employee engagement such as organizational culture, leadership traits, and
organizational politics etc, and extend this present framework that may enhance the
percentage of explained variances. Furthermore, future studies would consider the
dimension of employee engagement such as job engagement and organizational
engagement as Saks (2006) noted that different predictors of engagement may explain the

variances differently based on the types of engagement.

Lastly, this study considers only the private commercial banking sector employees located
at Dhaka city in Bangladesh. Therefore, further research may incorporate other settings of
sample particularly in the public sector banks or other financial institutions that will give

a good opportunity to make comparison analysis and potential generalization.

5.6 Conclusion

The primary objective of this research is to investigate the factors that might have the
association to banking sector employees’ engagement. The main purpose of this study is
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to explore the role of HRM practices on employee engagement based on SET. It also
includes the mediating role of OC and the moderating role of WRS namely, SS, CWS and
OS on employee engagement in the context banking sector employees in Bangladesh. The
present study makes contributions by extending the existing literature based on the
relationships among HRM practices, OC, WRS and employee engagement. The empirical
evidences provided by this study support the theoretical assumptions on which this study
has drawn. The present study empirically validates 19 out of 22 hypotheses that are being
tested by addressing to five major research questions despite of having some identified

limitations among the 383 banking employees in Bangladesh.

Although very few studies have examined the role of specific HRM practices on employee
engagement, the current study extends the existing literature by tackling the identified
research gaps through integrating OC as a mediating variable that explains the reasons of
why and how HRM practices and employee engagement relationship works. In fact, this
study provide empirical that all the exogenous variables altogether can explain 63 percent
of variances in employee engagement. Moreover, this study also contributes in the existing
literature by showing the buffering effect of SS and OS on employee engagement.
Additionally, the study gives further contribution of how to evaluate a complex model that
encompasses reflective-reflective constructs, too many items, and most importantly,

hierarchical component model (HCM) by employing the PLS-SEM path modeling.
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Conclusively, despite having of mixed results, however, this study manages to provide
support for the application of SET, in which all the HRM practices have direct significant
relationships with employee engagement and also able to generate positive employee
attitudes towards the organization (OC) that subsequently, affect employee engagement.
The study also confirms the significance of SS and OS in compensating the effect of poor
level of positive attitudes on employee engagement. More specifically, empirical results

of this study provide support to explain all the research gaps that have been identified.
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APPENDICES

APPENDIX A

Table 3.1

The number of employees and branches located in the Dhaka city

Sl. No. of Branches No. of Employees
No Name of the Banks Total Dhgka % | Total Dhgka %
City City
1 | AB Bank Limited 93 19 0.20 | 2220 635 0.29
2 | Al-Arafah Islami Bank 119 30 0.25 | 2649 935 0.35
3 | Bank Asia Ltd. 91 29 0.32 | 1773 791 0.45
4 | BRAC Bank Ltd. 97 25 0.26 | 6886 2485 0.36
5 | City Bank 112 27 0.24 | 2535 856 0.34
6 | Dhaka Bank 81 21 0.26 | 1503 546 0.36
7 | Dutch-Bangla Bank 145 33 0.23 | 5556 1770 | 0.32
8 | Eastern Bank 76 20 0.26 | 1559 574 0.37
9 | EXIMBANK 87 21 0.24 | 2515 850 0.34
10 | First Security Islami Bank Limited 137 25 0.18 | 2673 683 0.26
11 | ICB Islamic Bank Limited 33 13 0.39 | 617 340 0.55
12 | IFIC Bank 120 28 0.23 | 2527 825 0.33
13 | Islami Bank 294 39 0.13 | 13574 2521 0.19
14 | Jamuna Bank Ltd. 97 24 0.25 | 2204 763 0.35
15 | Mercantile Bank Ltd. 100 23 0.23 | 1962 632 0.32
16 | Mutual Trust Bank Ltd. 103 25 0.24 | 1586 539 0.34
17 | National Bank Ltd. 179 29 0.16 | 4236 961 0.23
5 Itltadtllonal Credit and Commerce Bank 103 97 0.26 | 2277 836 0.37
19 | One Bank Limited 77 20 0.26 | 1861 677 0.36
20 | Premier Bank Ltd. 92 21 0.23 | 1350 431 0.32
21 | Prime Bank 140 33 0.24 | 2867 946 0.33
22 | Pubali Bank 434 56 0.13 | 7645 1381 0.18
23 | Rupali Bank 535 55 0.10 | 4293 618 0.14
24 | Shahjalal Islami Bank Ltd. 93 24 0.26 | 2145 775 0.36
25 | Social Islami Bank Limited 100 26 0.26 | 1922 700 0.36
26 | Southeast Bank 113 27 0.24 | 1780 595 0.33
27 | Standard Bank Limited 96 21 0.22 | 1548 474 0.31
28 | Trust Bank Limited 89 21 0.24 | 1610 532 0.33
29 | United Commercial Bank Ltd. 139 34 0.24 | 3445 1180 0.34
30 | Uttara Bank 223 56 0.25 | 3730 1311 0.35
Total 4198 | 852 0.20 | 93048 | 27161 | 0.29

Source: Data collected from the annual reports of the banks for the purposes of this study
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APPENDIX B: Questionnaire

Dear Respondent,

I am a doctoral student at Universiti Utara Malaysia (UUM). | am going to conduct a
research regarding employee engagement among employees in private commercial banks
in Dhaka city, Bangladesh. The purpose of this study is to understand the human resource
management (HRM) practices of your banks that may affect your work-related behavior
and attitudes.

In this Regard, your deliberate participation is extremely appreciated. The questionnaire
is designed to collect your personal opinion regarding HRM practices of your banks. It is
to inform you that your responses will be highly confidential and only used as an

aggregated data for the academic research purposes.

It is requested to read the instructions carefully before attaining every single section of the
questionnaire. You are requested to give only one answer for each question and make sure
that all the questions are filled up properly. Once you will complete the questionnaire,
please put it in the envelope so that I can collect it personally at your convenient. If you
have any queries regarding questionnaire or study, please contact with me anytime at the
following contact details.

Thank you very much in advance for spending your valuable time to complete this

questionnaire.

Yours sincerely,

Alima Aktar, PhD Student

Email: alima.uum@gmail.com, Contact No. 01918366398
School of Business Management (SBM)

College of Business (COB)

Universiti Utara Malaysia (UUM)
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Part 1: Research Variables

Instructions: Please TICK (\) in the appropriate box that is suitable to you. All
information received on this form will only be used for the purpose of academic research

and will be strictly held in confidentiality.

1 = Strongly Disagree | 2 = Disagree | 3 = Neutral |4 = Agree| 5 = Strongly Agree

No.

ltems

Scale
> (<5} — >
oo 2 o S| o3
52 8/ 5|5 55
S22 2 &5
nha|la|l 2 )

Employee Engagement

1 | At my work, I feel that | am bursting with energy

2 | | find the work that I do full of meaning and purpose

3 | Time flies when I’'m working

4 | Atmy job, I feel strong and vigorous

5 | I am enthusiastic about my job

6 | When | am working, | forget everything else around me
7 | My job inspires me

8 | When | get up in the morning, | feel like going to work
9 | I feel happy when | am working intensely

10 | I am proud of the work that | do

11 | I am immersed in my work

12 | I can continue working for very long periods at a time
13 | To me, my job is challenging

14 | I get carried away when I’'m working

15 | At my job, I am very resilient, mentally

16 | Itis difficult to detach myself from my job

17 At my work | always persevere, even when things do not go

well

Performance Feedback

1 | My manager gives me sufficient information about work goals
2 | My manager gives me feedback on my performance
3 My manager gives me feedback on how I can improve my
work performance
Job Security
1 | I canstay in the bank for as long as | wish.
2 | Itis difficult to dismiss employees from this bank.
3 | Job security is almost guaranteed to employees in this bank.
4 If the bank were facing economic problems, employees in this

job would be the last to get cut.
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No.

ltems

Strongly
Disagree

Disagree

Agree

Strongly
Agree

Career Advancement

1 | I have clear career paths in this bank.
2 | I have a very strong future within this bank.
3 My career aspirations within this bank are known by
immediate supervisors.
Employees in this job who desire promotion have more than
4 . o
one potential position they could be promoted to.
Training & Development
Extensive training and development programs are offered by
1 : . )
the bank to improve my job skills.
5 Employees in this bank normally go through training programs
every few years.
3 There are formal training programs to teach new hires the skills
they need to perform their jobs.
Formal training programs are offered to employees in order to
4 |. : =% "B .
increase their promotability in this bank.
Rewards & Recognition
1 Employees in this bank receive a pay raise for improving the
level of performance.
If 1 improve the level of performance, I get more freedom to
2 BT
do my work in this bank.
3 If 1 improve the level of service to the bank, I get more
challenging work assignments.
4 People | work with in this bank show a respect for better
performance.
5 If I improve the level of job performance, | receive a praise
from my manager
Employees in this bank receive a public recognition (e.g.
6 | employee of the month/year) for their excellent job
performance
v Employees in this bank receive a token of appreciation (e.g.

lunch) for improving the level of service to the bank.

Employee Participation

1 | Employees in this bank are allowed to make many decisions.

9 Employees in this bank are often asked by their supervisor to
participate in decisions.

3 Employees are provided the opportunity to suggest

improvements in the way things are done.
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Superiors keep open communications with employees in this

4
bank.
Scale
> O @ _— >
No. Items o2l 2 | | 3| =8
[l )] (@)) - - C o
O @®© © > [)) o
5.2 2 LI <] =5<
hAal A P N

Supervisor Support

My immidiate supervisor in this bank demonstrates trust and

! confidence on me.

9 My immidiate supervisor in this bank treats me with dignity
and respect.

3 My immidiate supervisor in this bank gives me authority to do
the job.

4 My immidiate supervisor in this bank is concerned about the

well-being of those employees under him

Co-Worker Support

My colleagues in this bank provide helpful information or

! advice about my work.

2 My colleagues in this bank provide clear and helpful feedback
about my work.

3 The people | work with in this bank are helpful in getting the
job done

4 | People I work with are competent in doing their jobs.

Perceived Organizational Support

1 | My bank really cares about my well-being.

2 | My bank strongly considers my goals and values.

3 | My bank shows a strong concern for me

4 | My bank cares about my opinions.

5 | My bank is willing to help me if | need a special favor.

6 | Help is available from my bank when I have a problem.

7 | My bank would forgive an honest mistake on my part.

8 If given the opportunity, my organization never try to take

advantage of me
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No.

Items

Scale

Strongly

Disagree

Disagree

Neutral

Agree

Strongly

Agree

Organizational Commitment

1 | Iwould be happy to spend the rest of my career with this bank.
2 | | enjoy discussing about my bank with people outside it.
3 | I really feel as if this bank's problems are my own.
4 | think that I could not easily become attached to another bank
as | am to this one.
5 | Ifeel like ‘part of the family’ at my bank.
6 | I feel ‘emotionally attached’ to this bank.
7 | This bank has a great deal of personal meaning for me.
8 | I feel a strong sense of belonging to my bank.
9 | am afraid of what might happen if I quit my job without
having another one lined up.
10 It would be very hard for me to leave my bank right now, even
if | wanted to.
11 Too much in my life would be disrupted if I decide | wanted
to leave my bank now.
12 | It would be too costly for me to leave my bank now.
13 Right own, staying with my bank is a matter of necessity as
much as desire.
14 | feel that | have too few options to consider leaving this
bank.
15 One of the few serious consequences of leaving this bank
would be the scarcity of available alternatives.
One of the major reasons | continue to work in this bank is
16 | that leaving would require considerable personal sacrifice and
the current benefits may not match with other banks.
17 | think that people these days move from bank to bank too
often.
18 | believe that an employee must always be loyal to his or her
bank.
19 | Jumping from bank to bank seems unethical for me.
One of the major reasons | continue in this bank is that loyalty
20 | is important, and therefore feel a sense of moral obligation to
remain.
21 If I got another better offer for a better job elsewhere, | would
not feel it was right to leave my bank.
29 | was taught to believe in the value of remaining loyal to one

bank.
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23

Things were better in days when people stayed with one bank
for most of their careers.

24

I think that wanting to be a ‘company man’ or ‘company
woman’ is sensible.

Part 2: Respondent Profile

1. Gender: o Male o Female
2. Marital status: 0 Married o Single
3. Age: 0O Less than 30 year o 30 to 35 years 036to40years O

More than 40 years
4. How long have you been working for this Bank (approximately):

oLess than 3 years o 3-5 years o 6-10 years o 11-15 years i
More than 15 years

5. Your educational level attained:  oBachelor degree O Master or equivalent

OMBA  oothers (Please specify):

6. Total experiences in the banking sector including current experience (approximately):

years

Thank you for your time and efforts!!
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APPENDIX C

Table 4.3
Results of Common Method Bias using Harman's (1976) single-factor test

Total Variance Explained

Extraction Sums of Squared

Initial Eigenvalues Loadings

% of Cumulative Total % of Cumulative

Components  Total Variance % Variance %

1 21.187  25.527 25.527 21.187  25.527 25.527
2 4.404 5.306 30.832
3 4.072 4.906 35.738
4 2.982 3.592 39.330
5 2.553 3.076 42.406
6 2.158 2.600 45.006
7 2.102 2.533 47.539
8 1.912 2.303 49.842
9 1.862 2.243 52.085

10 1.698 2.046 54.130
11 1.668 2.009 56.140
12 1.523 1.835 57.974
13 1.454 1.752 59.726
14 1.399 1.686 61.412
15 1.276 1.538 62.950
16 1.178 1.420 64.370
17 1.159 1.396 65.766
18 1.126 1.356 67.122
19 1.077 1.297 68.419
20 1.047 1.262 69.681
21 0.995 1.199 70.879
22 0.951 1.146 72.025
23 0.917 1.105 73.130
24 0.902 1.087 74.216
25 0.847 1.020 75.236
26 0.819 0.987 76.224
27 0.775 0.934 77.157
28 0.763 0.919 78.077
29 0.733 0.883 78.959
30 0.701 0.845 79.804
31 0.680 0.820 80.624
32 0.656 0.790 81.414
33 0.616 0.742 82.156
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34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69
70
71
72
73
74

0.610
0.593
0.570
0.549
0.534
0.525
0.510
0.498
0.463
0.461
0.447
0.422
0.421
0.388
0.380
0.373
0.369
0.353
0.335
0.325
0.314
0.302
0.296
0.291
0.281
0.271
0.259
0.246
0.239
0.231
0.224
0.215
0.211
0.190
0.181
0.172
0.170
0.164
0.152
0.147
0.141

0.735
0.714
0.687
0.662
0.643
0.632
0.614
0.600
0.558
0.556
0.539
0.508
0.507
0.468
0.457
0.449
0.445
0.425
0.404
0.392
0.379
0.364
0.357
0.351
0.339
0.326
0.312
0.297
0.288
0.278
0.270
0.259
0.254
0.228
0.218
0.207
0.205
0.198
0.184
0.177
0.170

82.890
83.604
84.2901
84.953
85.596
86.228
86.842
87.443
88.000
88.556
89.095
89.603
90.110
90.578
91.035
91.485
91.929
92.354
92.758
93.149
93.528
93.892
94.249
94.600
94.939
95.265
95.577
95.874
96.162
96.440
96.710
96.969
97.222
97.451
97.668
97.876
98.080
98.278
98.462
98.639
98.808
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75 0.133 0.161 98.969

76 0.131 0.158 99.127
77 0.124 0.149 99.276
78 0.116 0.140 99.416
79 0.113 0.137 99.553
80 0.111 0.133 99.686
81 0.100 0.120 99.806
82 0.091 0.110 99.916
83 0.070 0.084 100

Extraction Method: Principal Component Analysis.
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