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Abstract

Banking organizations are striving to enhance and build themselves into a competitive
giant in the country's financial sector. Due to increasing competition, banks have to
perform well in the core business which reflects sustainability in corporate business.
Banks are performing four key functions of HRM to get (find), prepare, activate and
keep the employees (GPAK). Human resources are the key contributor of excellence
management of the banks. How to attract the brilliant manpower—is regarded the
significant issue of the banks. This is why; banking organization provides the facilities,
and to create the employees more skilled and efficient performing well in their assigned
duties and responsibilities. They (employees) will be satisfied more depending when
they perform well than the earlier they can. Satisfied employees strive to achieve the
goal of the bank. This satisfaction influences by the different factors such as better
packages of salary and incentives, job security, leave facilities, training and
development, HRD and work environment in the workplace.

The main objective of this study is to identify stimulating factors from the
motivation theories and to relate them to the Human Resource Development (HRD)
Matrix along with evaluating its practices to assess employee motivation in the banking
sector of Bangladesh. In this study, the final investigation was to measure the
organizational effectiveness influencing employee motivation of banks. This study has
been conducted on 400 employees serving the state-owned or public and private banks.
The stratified random sampling technique has been used to collect data through self-
administered survey questionnaire. The approach of this study is followed by
quantitative method and complemented by few qualitative observations. The structured
questionnaire (close-ended) survey has employed to the required number of employees
(n =400) in selected branches of the ten banks in Bangladesh. Descriptive statistics such
as Frequency Distribution, Mean, Standard Deviation, P-P, Q-Q, plots and Inferential
Statistics i.e., Bivariate Correlation, Chi-square Test of Fisher’s Exact p-value,
Levene’s Variance Equality Test for Comparison, Binary Linear Regression, Binary
Logistic Regression, Wald Test, ANOVA, , PCA, Exploratory Factor Analysis (EFA),
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Total Variance Explained, Structural Equation Modeling (SEM) for considering the
latent factors. SPSS version 21.0 and STATA version 13.0 have been used to analyze
the collected data for testing the hypotheses.

There are fifteen hypotheses that have been developed based on previous
literature and the objective of the study. All the hypotheses have been tested to examine
the relationship between independent variables and employee motivation (dependent
variable). The selective independent variables have been taken out from the motivation
theories as well as HRD Matrix and practices aiming at influencing the dependent
variable (employee motivation). Out of fifteen hypotheses, the nine are proved and
accepted alternative hypotheses which are also statistically significant that means JCM,
financial and other monetary, leave benefits, training and retention, HRD environment,
organizational effectiveness (employee and organizational outcomes), performance
appraisal (PA) and management practices were the responsible for employee motivation.

Significant impact of the independent variables has been ranked according to the
significant over input to take decisions whenever necessary to uplift motivation to the
required employees in the banks. The independent variables like fringe benefits, glass
ceiling, quality of work life (QWL), HRD mechanisms, HRD process, HRD climate or
OCTAPACE culture are not significant in the study that may be further reviewed under
dynamic environment. Moreover, the significant independent variables may differ a bit
with respect to significant ranked in the different or individual context. In the individual
construction (latent factor) of each variable observed and found that there is a direct
effect on employee motivation. That means, satisfaction, JCM, hygiene and motivating
factors, were significant with motivation. Employee motivation signified by the
demographic outlines found in the study. With the demographic issues the glass ceiling
phenomenon was also examined (cause and effect basis) in the banking sector whereas,
equal importance as well as pay distribution tested by logistic regression. In this case,
types of bank, designation, location of job were the most effective factors. Logistic
support, women advancement, delegation and authority and assigning women in a vital
post for the job were the highly significant relationships with the women motivation in
the banking sector. From the measurement of the structural equation modeling, each
latent factor confirmed the most effective factors influencing the employee motivation.
From the SEM the study found the different effective factors that influenced employee
motivation such as experience, age, nature of banks, fair recruitment and selection,
designation, promotion and growth, transfer, leave, profit sharing, increment, job
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security, rotation of the job, retention, space and adequate ventilation, succession plan
for future important post, risk job with fair rewards, team, collaboration, committed
performance, lower turnover cost etc. Fair recruitment and selection is the most
significant and notable effective factor of all the factors included in the latent variables.

Employee motivation of the banking sector in Bangladesh is related to the work
experience, current and initial salary packages which mostly vary according to age,
presence and initial positions. It has been found from the empirical analysis based on
demographic outlined that the most effective factors age, present designation, first
joining designation have been explored and strongly associated with employee
motivation in the banking sector of Bangladesh. The study found that there is no
difference in the types of bank, salary or equal treatment of both men and women.
Women were divided when it comes to appointing the employees to important positions,
delegating authority, moving to the top at workplace. The researcher found a strong
effective factor in influencing the women while assigning in a vital post as the cause of
the demotivation of female employees in banks. It has been observed that that the
overall glass ceiling phenomenon of public banks was higher than that of private banks.

The existing employees are highly satisfied with the recruitment and selection
practiced in the banking organization. Researcher observed that employees are highly
satisfied with present pay, staffing, financial benefits and career development and
moderately satisfied with the promotion and transfer and leave policy. Finally, researcher
found a strong effective factor of the latent variable influencing the promotion and transfer
policy as the correlation of satisfaction and motivation of existing employees working in
the bank. The financial issues are being provided by the organization. These may ensure
the satisfaction and motivated to the presence employee of the bank and get better with
globalized world and also competitive market in the banking industry. The financial
benefits specified are- allowances, bonuses, increment facilities, profit sharing, GPF,
CPF, accidental benefits, transportation cost, medical facilities, launch allowances.

HRD environment, training and retention, and quality of work life (QWL) have
shown the significant correlations in motivation employees. Moreover, it has been
perceived that there is a significant correlation between QWL and HRD environment
influencing employee behavior in the workplace of the banking industry. The
researcher found there is a slightly difference practices in the public and private bank
regarding work/QWL and HRD environment. The latent variable specified as employee
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training and retention are strongly related to the all factors used to measure SEM. The
HRD climate or OCTAPACE, performance appraisal (PA) and management practices
do have the strong correlation. Employees are dissatisfied in case of autonomy involved
in OCTAPACE. There is a significant impact of PA on employee motivation. MBO,
fair rewarding, timely promotion, performance evaluation and upgradation have the
significant effect in the influence of employee behaviour. Employee and organizational
outcomes (organizational effectiveness) are highly recognized and have a significant
impact on employee motivation. Individual results are highly correlated with the HRD
matrix. Overall, these two latent factors have ensured the organizational performance of
the banking sector supplemented by role-playing and analysis, rewarding culture for
risky task, committed performance that are effective in motivating employees.
Furthermore, the banks need to collaborate with Bangladesh Bank to improve the
identified factors significant to create and increase employee motivation. Theoretically,
the study extends motivational research by reframing the concept for application. The
study made an attempt to identify the benchmarks to work with employee motivation for
the management and policy makers. Therefore, with few adjustments, findings of the
study might be replicated to other organizations and industries considering the proposed
strategic management approach to practice satsifaction-employee motivation with
similar nature.
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Chapter One
Introduction

This chapter discussed the key concepts of human resource management, theoretical
purview on different motivation theories, integrated approach of motivation theories,
human resource developement matrix, strateigic issues and adaptation of HRD in HRM,
problem statement, rationality, significance, scope and limitations of the study.

1.1 Background

Institutional efficiency and success depend on the formation and maintenance of skilled
manpower in the organization. It is not to be expected that the predictable work and
conduct will be obtained only by gathering suitable manpower. Therefore, it is
necessary to take initiative to form effective means of human resources engaged in the
organization. Such efforts to form appropriate quality personnel are called human
resource development. The effective use of all means employed in the organization
depends on the efficiency of the manpower engaged in it. Therefore, modern

management is always striving to improve the quality of such manpower.

Human Resource Management (HRM) is the management of various activities
designed to increase the efficiency of an organization's workforce in achieving
organizational goals. HRM defines people as responsible for receiving training,
performing at their highest level, and arranging for these employees to maintain their
recognition within the organization. There are four basic functions of HRM— i)
acquisition, ii) training and development, iii) motivation, and iv) maintenance.
Employee development and motivation are the most significant functions of HRM.

Motivation influences employee behavior and performance in workplace.

HRM is the process consisting of the acquisition, development, motivation and
maintenance of human resources.” HRM is the process of acquiring, training, appraising,
and compensating employees, and of attending to their labor relations, health and safety,
and fairness concerns.> That means, HRM refers to managing human resources to

! David A. DeCenzo and Stephen P. Robbins, Personnel/Human Resource Management, 3rd ed.
(USA: John Wily and Sons, 1999): 617.

2 Gary Dessler and BijuVarkkey, Human Resource Management, 12th ed. (New Delhi: Pearson
Prentice Hall Pvt. Ltd., 2011): 4
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achieve organizational goal by utilizing employees’ efficiently and effectively. The
basic functions of human resource management are acquisition, training and
development, motivation and maintenance. DeCenzo and Robbins divided the HR
functions into four broad categories: (i) acquisition including strategic HR Planning,
Recruitment and Selection, (ii) training and development including orientation,
employee training, career development etc., (iii) motivational functions including
performance appraisal, recognition, rewards, benefits and compensation, and (iv)
maintenance functions including safety and health, communications, and employee
relations etc..> HRM is an integrated series of decisions through considering external
conditions (economic, government, and unions), organizational conditions (nature of the
organization and work), employee conditions (abilities , motivation and interests),
choosing and applying human resource activities (planning, staffing, development,
relations and compensation) evaluating efficiency and equity. Human resources are
utilized with a view to achieving the organizational objectives like-sales that means
increasing revenue and profit, expanding market, and ensuring sustainability of goodwill
for the longer period. The more fundamental objective of human resource management
is to inspire the employees to perform their tasks, assignments according to the goals of

the organization which is called motivation enthusiastically.

Motivation refers to the process of giving priority about desired outcomes that
inspire the employees to perform tasks willingly. In connection to this, incentive is one
of the significant factors of motivation offered to inspire, to interest, to motivate in order
to get organizational goal by utilizing the experience of the employees involved in the
organization. Having enough knowledge and work experience is not enough to perform
a job for an employee. The goal or objective of motivation is to achieve the best
coordination among the employees in the workplace by giving (non-financial)
satisfaction. Incentive is a must in order to retain human resources, because the
contribution of the employees in bank industry should not be rejected. These incentives
are not only financial, but also non-financial. Determining a suitable incentive or

motivation plan is a complex task.

® David A. DeCenzo and Stephen P. Robbins, Ibid
* George T. Milkovich and John W. Boudreau, Personnel/Human Resource Management, 5th ed.
(Delhi: All India Traveller Bookseller, 2000): 7
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The motivation theories can help in choosing the proper motivation plan for the
personnel. The motivational theories and their implications or practices are required due
to sustain the development of the banking industry by giving priority to long term
performance and also rejecting the short-term performance. There are many theories of
motivation in various schools of management thought, such as Need-Hierarchy Theory,
Two-Factor Theory/ Duel Theory, ERG Theory, Three Needs Theory, Expectancy
Theory, Reinforcement Theory, X and Y Theory, Z Theory (Hybrid Theory), Equity
Theory (Balance Theory), Job Characteristics Model (JCM) etc. Besides, TV Rao
Human Resource Development (HRD) Matrix consists of three dimensions: (i) HRD
mechanism, (ii) HRD process included HRD climate variables (OCTAPACE) and (iii)
organizational effectiveness. Among those theories which are relevant to the context of
Bangladesh has been considered in the present study. From the different theories of
motivation as well as HRD Matrix identified/ common variables have been extracted
(figures are shown in the respective chapters) to examine their practices in the banking

sector of Bangladesh.

It is an important and challenging issue in present world because globalization has
been creating a competitive and beneficial organization by transforming HRD since it
commencement. HRM is very much important to adopt the situation at present world
which completely depends on human resource in globalized countries. The concepts of
HRD and HRM are being extremely enlarged day by day for creating the borderless
market all over the world. HRM is made as a fundamental or basic task of an
organization by knowledge and managerial strategies. This is why; developing and
under developing countries are being tried to manage their human resources considering
the essential resources. The success could not be achieved if there is no ideology, no
ism, no political theory can win a greater output with less effort from a given complex

of human material resources without having sound management.

1.2 Definitions of the Key Terms
1.2.1 Motivation and Motivating

Motivation is the act of inspiring people to take a desired course of action. Motivation

refers to the process by which a person’s efforts are energized, directed, and sustained
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towards attaining a goal.® It is a psychological phenomenon which converts the ability
into performance. ‘Motivation’ refers to a state of mind to work willingly. There are
three elements of motivation: energy, direction and persistence.® The energy element is
a measure of intensity or stimuli created by the quality effort of the employee. High
level efforts are not important without proper direction. Direction gives the benefits to
the employee. Motivation includes a persistence dimension that putting forth
employees’ effort to achieve organizational goals. In connection to this the term

‘motivating’ is a process of influencing employees’ behavior.

1.2.2 Motivation and Satisfaction

Satisfaction is the end result of the need-want-satisfaction chain. ‘Motivation’ and
‘satisfaction’ are related to each other. Motivation refers to the drive and effort to satisfy
a want or goal. But satisfaction refers to the level of contentment experienced when a
want is fulfilled or not. Job satisfaction is a set of favorable or unfavorable feelings and
emotions with which employees view their work.” It is usually considerred as individual
perception or sensitive reaction to important information of work.2 On the other hand,
job satisfaction is a pleasurable or positive emotional state from the appraisal of one’s
job experience.’ This type of attitude and feelings are created whenever the demand and
values are being considered by the authority concerned of the organization. In other
words, motivation implies a driven towards an outcome of performance, and satisfaction
is the outcome already experienced. From the management point of view, then, a person
might have high job satisfaction but a low level of motivation for the job, or the reverse
might be true. Job satisfaction depends on different variables such as nature of the work,

salary, promotion or upgradation, sound supervision, relationships among colleagues etc.

® Richard M. Steers, Richard T. Mowday, and Debra L. Shapiro, “The Future of Work Motivation
Theory”, Academy of Management Review, July 2004: 379-387.

® Noami Ellemers, D.ick De Gilder, and S.Alexander Haslam, “Motivating Individuals and Groups at
Work: A Social Identity Perspective on Leadership and Group Performance”, Academy of Management
Review, July 2004: 459-478.

" Keith Davis, Organizational Behavior: Human Behavior at Work, 9th ed. (New York: McGraw-Hill
Inc, 1993): 195.

8 Victor H. Vroom, Work and Motivation, ed. (New York: John Willy & Sons, 1964).

° Edwin Locke A, “The Nature and Cause of Job Satisfaction”, M.D. Dunnette (ed.) Hand Book of
Industrial and Organizational Psychology, 1976, Vol. 1: 1297-1343.
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increase organizational effectiveness. With a view to organizational development there
could be possible to ensure employees’ esteem, feelings about qualifications, autonomy
and working condition.*? From the studies it is shown that money is the fourth or fifth
position in the list of the needs. The researchers suggested that security, recognition,
healthy working environment are the most significant for employee motivation and
satisfaction. They (authors) identified money as a hygiene factor. That’s why; only
money and its increment do not satisfy employee for long time. Employee thinks that
money and increment is a normal condition and regarded as a basic need.'* Only money

cannot bring satisfaction until it recognizes social status.

1.2.5 Job Design

Job design includes some important tasks for completing a job. Some factors like
organizational working environment, technology, structure, employees skills, abilities
and knowledge affecting job design, whereas job enrichment increases duty, autonomy

and responsibility.*

1.2.6 Feedback

In case of negative results, it is possible for an employee to rectify himself immediately.
Feedback informs an employee what actions are required to improve his/her
efficiency.™

1.2.7 Job Characteristics (JC)

JC is a job nature being interesting and challenging.

1.2.8 Job Enrichment

Making jobs challenging and meaningful is an accepted way of motivating employees. This
can be done by giving workers more freedom at workplace, giving subordinates a feeling of
personality for their tasks, encouraging participation, giving subordinates feedback on their
job performance; and involving workers in the analysis and change of physical aspects of

the work environment such as cleanliness, layout, temperature, lighting etc.

12 Kenneth Paul Hersey Blanchard, and Dewey Johnson Management of Organizational Behavior:
Utilizing Human Resources, 3rd ed. (New Jersey: Prentice Hall, Inc., Englewood Cliffs, 1977): 236-244.

'3 Frederick 1. Herzberg, Work and Nature of Man (Cleveland: World Publishing Company, 1966).

' Stephen.P. Robbins, and Mary Coulter, Management (India: Prentice Hall of India, 2006).

15 Steel Piers, Motivation: Theory and Applied (Boston, MA: Pearson Learning Solutions, 2012):49.
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1.2.9 Job Characteristics Model (JCM)

There are five core job dimensions are skill variety, task identity, task Significance,
autonomy, job feedback etc. involved in JCM showing the results of personal and work
outcomes i.e. high internal work motivation, high growth satisfaction, high general
satisfaction, high work effectiveness.®® The JCM provides relative guidelines to
managers for designing a job individually and teams. It specifies the types of change in

a job by applying the said five core job dimensions.

Theoretical aspects of JCM (Figure 1)’

Job characteristics model

Five core dimensions > Critical psychological states > Personal and job effectiveness

Skill variety (SV)
Task identity (T1) > Obtained meaningfulness

Task significance (TS) of the job

High performance and loyal

Autonomy (Auto) S EX?;”\?Vgii :)euStF(J: %r;rsl:g“ty > High motivation, enthused
High satisfaction, low turnover

Job feedback (JF) Knowledge of actual /

results of work

Employee growth,
need and strength

Figure 1.2: Job characteristics model (JCM)

Moderators
Knowledge and skill, high order need strength and contingent satisfaction generates the

relationships with other variables of JCM.

1.2.10 Critical Psychological States (CPS)

Conceptual core of JCM explains its three psychological conditions like experienced.

meaningfulness job, responsibility and result of performance.

1¢J. Richard Hackman, and Greg R. Oldham, “Motivation through the Design of Work: Test of a
Theory”, Organizational Behavior and Human Performance, August 1976: 250-279.

7 Adopted JCM, from J.Richard Hackman & Greg R. Oldham, Work Design, 1st Edition (permitted)
(NJ: Pearson Education, Inc., Upper Saddle River, 1980): 78-80.
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1.2.11 Motivating Potential Scores (MPS)

MPS = (Skill variety +Task identity+ Task significant)/3 *(Autonomy * Feedback)

1.2.12 Performance Appraisal (PA)

Performance appraisal means evaluating an employee’s current or past performance relative
to the person’s performance standards.'® It is technique of appraising someone’s
performance so that he/she could be motivated. PA offers competitive advantage to an
organization by developing performance, taking remedial actions, ensuring legal
compliance, reducing job dissatisfaction and employee turnover and ensuring consistency
between organizational strategy and behavior." It serves many organizational goals and
objectives. There are many techniques of evaluating methods of performance evaluation
such as merit rating, behavioral assessment, personnel review, progress report, staff
assessment, service rating, fitness report, management by objectives (MBO) etc. It measures

the level of employee performance.

1.2.13 Management by Objectives (MBO)

In MBO, motivation is done by collaborative goal-setting and promise of rewards to the
employees. By participating all objectives are set and at the end of the time showing
result. It is an exceptional technique of motivating employees.

1.2.14 Ergonomics

Ergonomics is a discipline at the service of management from the very planning and
design stage of a work system itself. For controlling of humanitarian issues included in
the work system for human resource control need to be appreciated. Ergonomics can
help increase operational efficiency and productivity.?’ ILO defined ergonomics as the
application of human biological sciences in conjunction with engineering sciences to the
worker and his working environment, so as to obtain maximum satisfaction for the work
of which, at the same time, enhances productivity. It is related to the work environment
and legal issues influencing the performance of the employees. It covers the physical

working conditions. Some of the areas where the ergonomics may be applied: design of

'8 Gary Dessler, Human Resource Management, 9th ed. (New Delhi: Pearson Education, 2003): 241.

¥ K. Aswathappa, Human Resource Management, 6th ed. (New Delhi: Tata McGraw Hill Education
Private Limited, 2011): 283.

% Dipak Kumar Bhattacharyya, Human Resource Planning, 1st ed. (New Delhi: Excel Books, 2002): 142.
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equipment, power and hand tools, displays and warning systems, furniture, seats, rests,
and steps for operators, plant layout, ventilation, sanitation, relaxation of allowances,

selection, training and placement of personnel, motivation of employees.

1.2.15 Quality of Working Life (QWL)

QWL is a promising means to improve working condition and productivity. It means the
degree to which members of work organization are able to satisfy important employees’
needs through their experiences in the organization.?* It is advancement for creating

innovative tasks and successful career.

1.2.16 Training and Development (T&D)

T&D change the employees’ behavior affecting their performance. Training is a
learning experience that seeks a relatively permanent change in an individual that will
improve his or her ability to perform on the job.? Different types of training methods

are used to develop employees’ skills as well as executive development programs.

1.2.17 Productivity

It is the ratio between inputs and outputs. Productivity has two aspects: organizational
and personal aspects. The relationships of the two terms confirm the organizational

effectiveness.

1.2.18 Gender Equity and Glass Ceiling Phenomenon

Gender equity means equal access to opportunities for both male and female to bring
about change. If so, both can contribute to and benefit from, social, and economic
development. The objective/goal of gender equity is to achieve social justice/fair for
men and women.?® As a result, employees of the organization will be motivated highly.
The present study also evaluated the gender equity and its practices in the banking of

Bangladesh.

1 K. Aswathappa, Human Resource Management: Text and Cases (New Delhi: McGraw Hill, 2013): 457.

*2 David A. DeCenzo and Stephen P. Robbins, Personnel/Human Resource Management, 3rd ed.
(USA: John Wily & Sons, 1999): 624.

2 UN Women Gender Equality Glossary; https://trainingcentre.unwomen.org/mod/glossary/
viewphp?= 36.
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1.3 Theoretical Purview on Motivation Theories
1.3.1 Motivation Theories

The Researcher has tried to evaluate the theories of motivation in the schools of
management and formulate a theoretical framework with a view to extracting the factors
or variables from those theories so as to construct a conceptual or research framework in

the study comprehensively.

1.3.1.1 Maslow’s Five Need-Hierarchy Theory of Motivation

This theory is known as a first or original theory of motivation (Figure-3). In the

motivation theories Need-Hierarchy Theory is the popularly best theory.**

5. Desire to become what one is capable of becoming through
maximizing individuals’ potential and to accomplish something
which depends on taking the challenging environment or
opportunities included growth, and self-sufficient.
/ Y Power need, status, recognition, job position, autonomy,
Ego-Need . . .
decision making, attention, self-respect etc.
3. Need for affection and belongingness, acceptance by
colleagues, positive behavior of manager or supervisor,
staff relationships etc.

Security or Safety Need 2. Need to security and protection from fear of losing
y y job, property or shelter, emotional harm etc.

Affiliation, Acceptance
or Social Need

/ Physiological or Biological Need \1. Basic salary, food, water, clothing, job etc.

Figure 1.3: Maslow’s need-hierarchy model

* D-Needs = Deficiency Needs explained by Sapna Sharma, et al, 2017.”
1.3.1.2 Herzberg’s Two Factors Theory or Dual Theory of Motivation

Frederick Herzberg, a well-known management theorist and psychologist in human
behaviour, developed the theory through conducting a survey study of need satisfaction
on employees in 1950s. This theory is established based on two things/ factors:
satisfiers (motivational) and dissatisfies (maintenance or hygiene factor). The

‘dissatisfies’ include the factors of company policy and administration, salary, working

2 Abraham Maslow, Motivation and Personality (New York: Harper & Row, 1954).

% Bobby Brahme Pandey and Sanjay Pandey, “An Empirical Analysis to Examine the Motivational
Factors and Its Effect on Bank Employees,” Indian Journal of Social Science Research, 2017, Vol. 14 (2):
431-437.
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conditions, supervision, interpersonal relationships, status, job security, and personal
life. If these factors are not available or even not provided by the organization or
authority concerned the present employees will not be satisfied strongly. They could be
dissatisfied highly. On the other hand, when the motivating factors are provided by the
organization certainly they will be highly satisfied. The Two Factor Theory states that
human needs are ordered in a series of levels of the hierarchy according to importance,

which creates motivation.

1.3.1.3 Alderfer’s ERG (Existence, Relatedness and Growth) Theory

This theory of motivation suggests that employees’ needs are grouped into three

possible overlapping categories- Existence, Relatedness and Growth.

e Existence: Job security, suitable working conditions, reasonable working hours,
flex-time, pay and fringe benefits etc. This section is related to the Need-
Hierarchy Theory of Maslow from first and second order needs i.e. physiological
and safety needs respectively.

e Relatedness: Focuses on how people or employees relate to their social
environment. It involves family, supervision, co-workers, subordinates, friends
and so on which are related to Need-Hierarchy Theory of Maslow in the third
one need order i.e. social need.

e Growth: These needs are those which compel a person to make creative or
productive efforts for oneself. This section of the theory is related to Need-
Hierarchy Theory of Maslow i. e. Ego-Esteem and Self-actualization needs.

Alderfer’s ERG theory chains Need-Hierarchy and Two-Factor Theory of
motivation.”® The Existence (E) chains the basic need and job security, relatedness (R)
related to social needs and growth (G) is supportive with status and highest level
achievement. If a higher order needs constants or unfulfilled, an individual can
degenerate to lower-order needs, which cause satisfaction.

1.3.1.4 McClelland’s Three Needs Theory

D.C McClelland has discussed three types of needs. The Need for Achievement; Need
for Power and Need for Affiliation. He (Theoriest) has classified managers as ‘high

% p, Clayton Alderfer,” An empirical test of a new theory of human needs,” Organizational Behavior
and Human Performance. 4 (2): 142-75. doi:10.1016/0030-5073(69)90004-X.
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achievers’ and ‘low achievers’ and suggested that ‘high achievers’ are more successful
managers than ‘low achievers’. It is thus important to identify the personal
characteristics of both ‘high achievers’ and ‘low achievers’ if the best is to be obtained
out of people/ employees. This theory deals with showing the proper relationship
between high achievement and employees’ productivity. But this theory avoided the

lower one’s needs which are fundamental for survival.

1.3.1.5 James Stacy Adam’s Equity Theory (Balance Theory) of Motivation

The Equity Theory suggests that people (employees) are motivated to seek social equity
in the rewards they receive for their performances (Figure-5). This theory explains
productivity, job satisfaction, absentecism, and employees’ turnover rates in the

organization. It is also referred as Justice Theory or Balance Model of motivation.

Outcomes by a person __ Outcomes by another person,

; Whereas, inputs are experience, knowledge,

Inputs by a person Inputs by another person
personal qualities etc. And outcomes are pay, recognition, promotion, prestige, fringe
benefits etc. In that sense, employees make contributions (inputs i.e. investing time,
skills, energy, knowledge etc.) for which they expect certain outcomes (rewards).

Dissatisfaction, Reduced
Inequitable rewards — output, Departure from
organization

Balance or . Conti i h
Equitable rewards ontinuation at the same
Imbalance of level of output
rewards

\ More than rewards > Harder work

Figure 1.4: Adam’s equity theory (Balance theory) of motivation?®’

1.3.1.6 McGregor’s Theory X and Theory Y

There are two distinctive views on the theory of Douglas McGregor on motivation: one
thing which is included in the Theory X, where employees who dislike work. They have
the negative perception. Managers compel to pressurize them for performing work. The
Theoriest has suggested that the autocratic leadership style is required to have the work
done by them. Remaining one part of the theory which is positive side i.e., in Theory Y

%7 James Stacy Adams, “Inequity in Social Exchange, Advances in Experimental Psychology, In L.
Berkowitz Ed. (New York: Academic Press, 1965): 267-299.
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that employees who like to work or engage themselves.”® They want to do anything

enthusiastically and are not required to put pressure. Managers can get the output by

giving some ideas as participant.

1.3.1.7 Victor H. Vroom’s Expectancy Theory

This theory deals with the explanation of employees’ outcomes (Figure 1.5).

First level Second level
outcome outcome
h 4 A
Individual Individual —»{  Organizational »| Individual goals
Effort performance 1 rewards
Expectancy Instrumentality

Figure 1.5: Vroom’s expectancy theory

Force (Motivation)= f (valence x expectancy)

>
>

Force: It is the strength of a person’s motivation.

Valence: It is the strength of a person’s preference (feeling) for a particular
outcome or reward.

Expectancy: It is the probability that a particular action will lead to desired
behavior. Or, it is the level of individual belief that a particular effort will result
in certain performance.

Outcomes: It is the end-results of particular behavior. Outcomes are of two
categories- first level outcomes are direct and second level outcomes are viewed
as consequences to which first level outcomes are expected to lead.
Instrumentality: It refers to the relationship performance (first level outcome)

and the reward or performance’s consequences (second level outcome).

Expectancy Theory suggests that motivation depends on two things-how much of

something people want and how likely they (people or employees) think they are to get it.

%8 Douglas McGregor, The Human Side of Enterprise (New York: McGraw-Hill, 1960). For more
updated E. Richard Kopelman, David J. Prottas and David W. Falk, “Construct Validation of a Theory
X/Y Behavior Scale,” Leadership and Organization Development Journal 31, no. 2 (2010):120-135.
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1.4 Integrated Approach of Motivation Theories in Schools of Management

This model integrated factors related to the content and process theories of motivation
for which employees show their ultimate behaviour. From the different theories of
motivation discussed above it can be modified as shown in the following Figure 1.6

(showing part-1 and part-11; NH stands for Need-Hierarchy):

e

ERG Theory:
E = (NH,) + (NH,)= Existence
R = (NH3) = Relatedness

I / G :(NH4) + (NH5) = Growth

Two-Factor Theory:

. 1. Maintenance Factors = -
Masl_ow S (NHy) + (NHp)+ (NH3) resulting What motivate
Need-Hierarchy dissatisfaction —  employees?
(NH:-NHs) 2. Motivating Factors = (NH,) + (Content Factors)
(NHs) resulting satisfaction

Three Needs Theory:
Affiliation= (NH,)
Power = (NH,)
Achievement =(NHs)

v

Process based theory (behavior energized):

1. Reinforcement Theory

2. Goal Setting Theory || Whyand how , —»{ Motivated
3. Expectancy Theory motivation occurs? Behaviour
4,

Equity Theory

Figure 1.6: Integarted approach of motivation (I) and (I1) Developed by researcher

From the figure (part-1) given above, it is perceived that shows blended picture
focused on the need based four theories as such Hierarchy-Need Theory, Two-Factor
Theory, ERG Theory, and McClelland’s Three Need Theory. Here Need-Hierarchy
Theory is the fundamental model of motivation.

1.5 Human Resource Development (HRD) Matrix

HRD matrix shows the relationship between HRD practices and organizational

effectiveness.”? HRD practices originate HRD processes resulting HRD outcomes that

 Dipak Kumar Bhattacharyya, Human Resource Planning (New Delhi: EXCEL BOOKS, 2006): 6-24.
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contribute to organizational effectiveness.*® HRD practices produce HRD processes
succeeding in HRD outcomes that give organizational effectiveness. It enhances
employees’ skills, abilities and knowledge. HRD matrix includes organizational climate,
and cultural variables by which employees working in the organization are motivated.
Strategically management tries to practice HRD Matrix for ensuring the effectiveness.
That means TV Rao developed such a matrix which is presented below:*! HR tools lead
to obtain desired outcomes. A HR instrument may satisfy the basic philosophy of HRM

which in turn, leads to competitive advantage.

1.5.1 Phases of HRD Matrix

1. General Climate/ Supportive Climate: it is important for effective HRD
consisting of top management, and line management commitment, good
personnel policies, and positive attitudes towards development human resources.

2. Mechanism/Instruments/Sub-systems: A successful implementation of HRD
involves an integrated look at HRD mechanisms and efforts to use many sub-
systems as possible. These include T&D, career planning and development,
performance based rewards, feedback, employee counseling, job rotation etc.

3. HRD Climate/OCTAPACE Culture/ Eight Culture: This step facilitates HRD:

Openness (O): allowing employees free to express their ideas, and exchange
experiences/ feelings. Confrontation (C): with a view to solving any problem employees
are brought about to open their shares. Trust (T): taking employees at their face value and
believing what they like to tell. Autonomy (A): getting employees work independently
with job responsibilities. Proactivity (P): encouraging employees to commence new
business and risks. Authenticity (A): Tendency to do what they like to tell. Collaboration
(C)/Cooperation: employees are permitted to help each other or make team work.

Experimentation (E): is to provide chances to practice related to workplace activities.

% T.V. Rao, HRD Audit (New Delhi: Response Books, 1999), and T.V. Rao, Readings in HRD (New
Delhi: Oxford & IBM, 1991).

1 T.V. Rao, Reading in HRD (New Delhi: Oxford & IBH, 1990).

% Michael Beer, Richard E. Walton, Bert Spector, Paul R. Lawrence, and Daniel Quinn Mills,
Human Resource Management: A General Manager’s Perspective (New York: The Free Press, 1985):17.
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Introduction

in their study that states competing, execution, broadening, service organizations need to
evaluation, reproduce, convey, reorient, reintroduce human resources in the organization
over and done with a continuous process of separate and collective improved initiatives.
TV Rao, (1990)* writes that other things are constant; an organization having skilled,
satisfied, dedicated and self-motivated individuals is expected to do better than an
institute that marks small on HRD outcome variables. In the identical approach, an
organization that has enhanced HRD climate and processes remains to be more
operative than an additional organization. It is strained that HRD outcome factors are
stair faster to organization success. Organizational Efficacy, within the workplace of
Human Resources, assists as a doorway to training, development, and referring
resources that build organizational volume, increase separate capabilities, and encourage
a values of excellence concluded strong leadership. The HRD gears if effectively
recycled may create a advantageous HRD culture and HRD knowledge practices. HRD
processes are midway variables and influence the HRD outcomes. They are fewer
simply recognizable and are softer aspect that shows the effectiveness of HRD
implements. It was found through proper practices of HRD Matrix which influenced
employee better productivity, commitment, loyal, leadership style of the manager in the

banking sector.*®

1.6 Strategic Issues and Adaptation of HRD in HRM

It can be possible to draw an attention on the strategic issue in HRM from the above
purview of the key terms and its context that the banking industry can concern in the

sustainability.

¥ T.V. Rao, Reading in HRD (New Delhi: Oxford & IBH, 1990).

% Anjay Kumar Mishra, “Effectiveness of Organization through Effective Human Resource Planning
and Leading”, Journal of Advanced Research in HR & Organizational Management, 2019, 06(3&4), 1-
2. https://doi.org/10.24321/2454.3268.201902.
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Table 1.1: HRD adaptation and strategic issues

Introduction

Organization Issues Concern | Adaptation Result Sustainability
External What needs to
be
accomplished
and what T&D and Ensuring
process H HRD better work Maximizing
: ow : .
required? t Matrix: environment wealth and
0 . .
Internal How do reach Instruments, with profit and
employees goal process, increasing positioning
resolve the S climate and proficiency: competitive
frequent outcomes | Organizational advantages
problems Effectiveness
related to
living and
work together?

Source: Developed by researcher

1.7 Statement of the Problem

Corporate giants are facing challenges in recent world. Complexities are involved in
recruiting, selecting and retaining human resources, updating government rules and
regulations, political instability in this regard. Multiple studies are made on this issue in
different organizations showing that employees who are passionate for their jobs and the
organizations in which they work are in the minority. Retention of employees, high cost
of recruiting employees is being experienced by the employers. In this competitive
environment many banking institutions have taken the retrenchment strategies like
forceful retirement, golden handshake, cutting salaries, stopping increment etc. A study
conducted by Bangladesh Institute of Bank Management (BIBM) on Human Resource
Management shows a 10% decline in the number of bank employees, from 90265 to
81245 last year in 2017.% That means about 9,020 employees lost their jobs in this
sector of the year 2017. This is why; employees are scared of losing jobs. That has been
done with retrenchment strategy by the banks in the country for minimizing the cost.
The study showed that the present scenario is being really frustrating for the employees
in banking organizations. Of the operating expenses of the banks, the entities were

spending only 0.25% for human resource development. Some of the banks (one-third)

% Mahfuj Ahmed, “Jobs in Banking Sector in 2017: BIBM Study on HRM of Banks”, Workshop,
New Age, Dhaka, 25 May 2018.
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have failed to spend money (as inputs) for human resource development (HRD).

Average expenditure for human resource development across the world is 2-3 percent.®’

A study conducted on the banks in respect to HRM where the researchers found
that 67% of banks have training program and post training programs. In connection to the
career counselling 67% use of banks do not counsel about career to the employees. About
90% of the banks do not have career counselling wing. The study shows that 76.19% of
banks conduct motivation survey. On the other hand, 52.39% of banks offer different

salary structure for the same position and status.*®

In the banking sector it is being found that employees are facing different stress
in the workplace. Most of the employees failed to meet the target regarding deposits
mobilization, credit, loan disbursement, recovery, regulatory compliance, and profits of
the banks.*® Most of the bank employees have performance benchmark targets set by the
banks. Even at some circumstances, the bank job becomes insecure due to failure to
achieve the goal. Office hours are from 10 a.m. to 6 p.m., whereas very few employees
have the opportunity to leave the office from 6 p.m. This creates another stress in a
banker's personal life. Many of the employees can spend shorter time for their families.
Finally, employees feel burnout, job pressure, anxiety etc.*® A study conducted in USA
found that the most common source of stress comes from 61% of work pressure, 62% of
money related job and many of the demographic factors like age, race, ethnicity,
experience.“ In another study of UK found that 69% of financial organizations’
employees felt stress in the job, whereas, UK adults agree that work is the most common

cause of stress.*? The same study explained that the most stressful industry in the UK is

¥ Ibid.

% Mohammad Tazul Islam, Md. Masudul Haque, RexonaYesmin, Md. Rafiqul Islam, and Md.
Mazharul Islam, “Human Resource Management of Banks”, Banking Review Series 2017, Bangladesh
Institute of Bank Management (BIBM): 318-19.

% Mahmud Zia Uddin, “Stress in Banking Job: Causes, Effects and Management”, The Daily
Observer, 15 July 2020.

%0 Taskina Ali and Md. K. Newaz, “Factors Contributing to Job Stress of Private Bank Employees in
Bangladesh”, East West Journal of Business and Social Studies, 2010, Vol. 1: 89-104.

*! Harris Poll, “Stress in America”, The American Psychological Association, The American Institute
of Stress (AIS), 2017.

2 Pperkbox, “The 2018 UK Workplace Stress Survey”, https:/www.perkbox.com/uk/
resources/library/interactive-the-2018-uk-workplace-stress-survery; Chieu Cao, Co-founder and Chief
Marketing Officer (CMO) at Perkbox* The Laobour Force Survey (LFS), November 2017,
www.hse.gov.uk/statstc/tables 2018. In The Most Stressed Workers in the UK Revealed Chris
Maccolgan, 2018 www: https://recruitmentbuzz.co.uk/stressed-workers-uk-revealed/
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the finance sector, with 46% of families reporting family stress, 25% of men, 37% of

women and 21% of long working hours said the main cause was work stress.

In Bangladesh about three lakh people are working in the banking sector which
is actually one of the top jobs. A recent BIBM study*® found that more than 50% of
bankers in the country endure serious-risk levels from professional stress, about 19%
suffer from dangerous levels and 35% stress is severe, 33% moderate and 12% fairly
low and only 1% stress free. In the same study concluded that more than 50% of bankers
suffer from occupational stress. About 60% of DGM positions bankers or holding above
level position suffering extreme level of stress. Around 38% of SPO to AGM facing
moderate level of stress was observed in the study. And it also found that 25% of
employees within age group 35-44 years dangerous and 22% of bankers within 45-54

years suffering dangerous level of stress.**

BIBM study found the causes of occupational stress in the banks of Bangladesh
such as past office hours, imposing multiple roles or responsibilities, problematic
customer handling, lack of financial rewards and appraisal, unfair promotion, poor
relationship with managers or peers, lack of transportation, workplace conflict, annual
confidential report (ACR), external pressure, posting location, technological upgrade,
halting increment, losing retirement benefits and family benefit after retirement
(FBAR), autocrat-boss, lack of job knowledge and training, overloaded task are the key
factors which are responsible for stress. In some cases the HRM of the banks can create
stress, if the HRD fails to pay their fairly dues which can create dissatisfaction among
existing employees with the authority of the bank. Inequalities with peer banks or other
industries, such as pay and other financial benefits, career growth, etc., create emotional
stress among bankers. The most unexpected stress is the lack of job security. The author
suggested reducing the stress by ensuring congenial work environment, career
development plan, motivation for work, job-stress related training and physical exercise,

meditation and healthy diet.

*® Financial Express (FE) Report, “High Occupational Stress Grips Most Bank Employees”, The
Financial Express Report, December 6, 2019

* Mohammad Tazul Islam. (2019). Occupational Stress and Job Performance Employees of Banks:
Bangladesh Perspectives Key Note, BIBM, Seminar, December 4, Dhaka.
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Nowadays, banking has become unsafe in Bangladesh due to the unrest and huge
competition in the industry. If a banker loses a job, it is very difficult for him to find

another job with the same criteria due to the humiliation of losing the job.

Due to stress in the job place employees may lose their productivity adversely
affecting the physical condition like chronic stress, fatigue, upset stomach, heart
pressure, switching the job, absenteeism, increasing cost of medical or insurance,
decreasing the image of the bank. Stress in one kind of intrinsic of banking job. This is
why; it requires proper training on how to reduce stress in the overburden work load.*®
Researcher suggested mitigating the stress through performance appraisal. Stress and
physical activity (PA) are thought to be related to each other; however, examining the
relationship between these constructs encourages most research exercises and / or PA
studies to alleviate the crisis.*®

There are some demographic and institutional factors that can be observed as
significant for employee motivation in the bank such as age, work experience, basic and
gross pay, incentives, HRD environment, QWL etc. Employees may be inspired by
enjoying financial benefits, fringe benefits, occasional, recreation and leave benefits.
Since banks are compelled to maintain the tight schedule for which many of the

employees feel lethargic of their service.

Female employees are contributing a lot to the housework on the one hand and
the work of the organization on the other. Their contribution to the economic
development and leadership of the country is now significant and remarkable. But in the
banking sector, their number is less than that of men. According to gender equity status
~18% of women employee among them 8.4% at top, 15.30% mid, 15.48% at low and
13.34% at board level positions holding in the banking sector of Bangladesh.*’ The
banking is one of the stressful areas for the female employees. A study found that about
43% of female employees faced high level stress, 80% of women reported that workload

was one of the major reasons of stress affecting health condition and motivation for

** Johnson Brooks, Training is a Case of Stress Management. Stress and Rest Stress and Rest
(QouteMater.org).

*® A. Mathew, Stults-Kolehmainen and Rajita Singha, “The Effects of Stress on Physical Activity and
Exercise”, Sports Medicine, 2014, January 44(1): 81-121. doi: 10.1007/s40279-013-0090-5.

" Bangladesh Bank (BB) Report, Equal Gender Status, BB Report June-January 2019, published 27
September 2019
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work.*® The same study further explained on the stress related factors like managing
daily home tasks, baby care, and looking after the family members which caused stress
among women in the banking sector of Bangladesh. By considering the above reason
this study has investigated empirically the glass ceiling phenomenon in the banking

sector as well.

HR is the most important resource and needs to be developed to achieve the
institutional goals. It has to be developed in way that is beneficial both to the individual
and the organization. Standing in the market and successfully coping with the
competition has become one of the most important challenges for HRD. The biggest and
complex challenge before HRD is to prepare its employees with changing technology.
HRD managers need to upgrade employee skills and competencies to make the best use
of technology improvements for business development. HRD professionals have to
create models and processes for drastic transformation so that people can accept the
changing workforce demographics, skills gap, and individual learning. It needs strategic
leadership for competitive positioning which helps to improve performance of

employees.*®

The success of 21st century organizations will depend primarily on building
strategic flexibility. Practice strategic leadership to develop strategic flexibility and
competitive advantage, build dynamic core competitiveness, focus and develop human
capital, effectively use new products and information technology, value strategies

(exploit global market and cooperation strategies) and new organization structures.>

The future management structure of the organizations is going to face a complex
threatening. Banks are to consider people as the prime resources for meeting the
challenges regarding sustainable issues as well as the future operations. Now HR
professionals are to face newer problems, in the up-to-date banking operations. In this

case, what strategies of HRD will help banking service responds to the upcoming

8 A.C. Das, “Causes and Effects of Stress among Working Women in Banking Sector, Bangladesh”,
Mediscope, The Journal of GMC, 216, Vol. 3(1): 1-7.

* R. Duane Ireland and Michael A. Hitt, “Achieving and maintaining Strategic Competitiveness in
the 21* Century: The Role of Strategic Leadership”, The Academy of Management Executive (2005), Vol. 19
(4): 63-77.

*® Michael A. Hitt, Barbara W. Keats and Samuel M. DeMarie, “Navigating in the New Competitive
Landscape: Building Strategic Flexibility and Competitive Advantage in the 21st Century”, The Academy
of Management Executive (2005), VVol. 12 (4): 22-42. https://www.jstor.org/stable/4165492
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challenges. What are the articulate values of HRD activities and roles of HRD within the
banks have already been changed? What changes in the work environment to serve
“24/7” responsiveness and productivity? It is necessary to have a healthy and open
climate to implement the process of HRD. Trust (T) and mutual collaboration (C) will
lead to employee commitment. If the bank is able to develop the sense of belongingness
then the effectiveness will be higher in the organization as it boosts the morale value of

the employees.

Identifying the reasons for the motivation towards satisfaction is the concern of the
authorities or the suitability of the HR professionals of the concerned banking
institutions and how to alleviate the low level of satisfaction. The study findings will be
useful for policy makers to introduce new opportunities and make strategic decisions in
this regard. This will further help in improving the performance, efficiency and
productivity of the existing staff and providing the best services to the concerned
banking industry. Eventually, the banking sector will increase scale of operations. It can
be concluded that there will be a platform for further study and the same level of

performance will also continue.

1.8 Justification of the Study

Bank, financial institution, plays a pivotal role in finance, business and economic
growth of the country. Development, growth and sustainability depend on the financial
organizations significantly. Bangladesh is a developing county having huge number of
banking organizations whereas a large number of employees have been working for a
few decades from its inception. A remarkable contribution to the national economy is
being seen in this sector. Domestic credit provided by banking sector of Bangladesh was
reported at 61.44% in 2016, 64.06% in 2018 according to the World Bank Collection of
Development Indicators.”* Banks have contributed significantly to the economic growth
process of Bangladesh. However, their contribution would have been greater if they had
addressed various challenges in the banking sector such as poor governance, lack of

strong leadership and lack of ethical standards leading to various types of banking

> World Bank (WB) Report, Bangladesh-Domestic Credit Provided by Banking Sector (% of GDP),
Trading Economics, 2018, 2016.
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scandals such as greater money laundering and NPL.>? Bank employees are contributing
to the goal of SDGs. In order to become a developed country by 2041, a decent number
of decent jobs need to be created to provide decent employment, reasonable wages and

decent standard of living.

North Bengal in Bangladesh is a full-fledged agricultural economic zone. The
region was once known by the common term 'manga’ (Extreme Poverty Area). Now a
new horizon has begun in the economy. There have been significant changes. Now there
is no 'manga’. Banking activities are gradually increasing, new entrepreneurs are being
introduced, and employment is increasing, bank branches are growing rapidly. And a
large number of manpower is employed in this banking industry to provide
uninterrupted services to entrepreneurs and the general public. The staff employed in the
bank is playing a supportive role in the economic activities of the country through their

relentless efforts.

In the present study, the researcher feels that it is necessary to know the level of
motivation of this huge number of people. The expansion of agro-based industries and
businesses in the region will be facilitated if the staff is given utmost importance to
enhance the quality of banking services. It is very important to motivate the manpower
employed in the banks to enhance the banking services even for the marginalized

grassroots.

If employees are demotivated, it will not be easy to ensure banking services to
entrepreneurs, including the general public. As a result, the economic development of
this agricultural region will be hampered. Of course, the commitment of the bank staff is
very important to ensure the growth of inclusive services. Moreover, there has been
considerable research on motivation in this area. Considering the above, the present
research work has selected three districts of North Bengal viz. Rangpur, Dinajpur and
Nilphamari through MS Excel Lottery Method. Where the researcher selected 400
respondents for a survey of structured questionnaires on staff employed in three state-
owned commercial banks, one specialized and six private banks. The study will give a

preview of the level of motivation of manpower in other banks of the country.

°2 Barkat-e-Khuda, “Economic Growth in Bangladesh and the Role of Banking Sector”, Financial
Express, January 11, 2019.
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1.9 Significance of the Present Study

The different studies explained that factors of motivation are more significant for
banking organizations. This is why, it should be noticed that the manager of a bank
having the capability to manage or to utilize the resources properly within its available
resource is a successful one. Principles of motivation are not easy to establish because
human behaviour is extremely complex in nature. Individual differences are substantial,
and employees are continuously changing. Motivation tools and techniques are the most
effective in this context. Managers should keep in their minds that only money cannot
motivate employees. From the viewpoint of the said studies the researchers tried to
highlight the perception of employees’ job in the banking organizations of Bangladesh.
In connection to this some questions are raised: What are the retention strategies of the
banks? Why employees switch the job? What are the causes of employee turnover? How
much rate of employee turnover? What is the impact of turnover? What is effect of
outsourcing? What is the impact of recession on bank performance? In this crisis what is
the strategy take by the bank? In the crisis situation what is the retrenchment strategy?
How to overcome? How the talented employees could be attracted? How could the
employees be developed? How do the employees maintain by the banks? How does
Human Resource Development Matrix affect the operations of banking industry in
Bangladesh? How ergonomics impacts the performance of the bank employee?
Challenges are generated from the two sides: one is from organizational aspect (internal
work environment) and another one from employees own selves (quality, attitude,
family settings). These problems should be met by organizations so that the existing
employees could give more attention on their jobs. That’s why, continuous research
could help in sustaining the banking organizations. Therefore, these challenges should
be met for smooth operation of the banks. This study has attempted to find out the
possible measures to deal with the challenges in light with the variables of the

behavioural theories in management schools.

HRD urges to put place in the right perspective. A significant corporation has
interested to impart a good deal in HRD. Having started new HR departments, most of
the corporations give top-level positions to HR persons, create reasonable and sound
budgets and expect the HR function facilitate a strategic advantage to their corporations.

Unfortunately, only a few corporations have experienced the success. The failure of
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HRD in some of the corporations is indicated by the fact that, for the first time in
Bangladesh, some corporations (Banking Sector) have surrendered HRD chiefs,
downsized their HR departments by replacing HR chiefs with line managers who are not
so well trained in HRD. In fact, by themselves, all these may not be bad decisions.
However, there are still a large number of corporations which are not able to take such

tough decisions and are willing to hold the HR function along.

Recent research and surveys from the West indicate the importance of the human
factor in successful corporations. They also indicate the strategic role of human
resources that can play in the function of HRD. If this is true, why do some corporations
fail to use their human resources for their strategic advantage, while others use it to
build strong and lasting organizations and institutions? This is the point where a
comprehensive evaluation of the HR functions can provide useful insights. The study
offers a comprehensive evaluation of the HR function in an effort to bring into line with
business goals and strategies as well as assesses the HRD practices along with functions,
instruments, processes, and HRD climate/OCTOPACE culture. Over the practices
banking sector will be capable of find out the gap between employee benefit as well as
organizational outcomes. How much deviations of the standard regarding achieving the
goals of the banks? Here, it requires to fulfil the gap for sustainable in the competitive

challenges.

1.10Scope of the Study

Many strategies are used to motivate employees. The main ones are higher wages,
bonuses, promotions, job security, rewards, conventional environment, proper
management, transportation facilities, medical facilities, residential facilities etc. These
strategies are not applicable in all situations and not for all workers or employees. The
demands of the employees should be considered by the authorities to ensure the
satisfaction of the employees. Since expectations and demands are not the same for all
employees. This is why; demand is different so the motivation strategy should be

handled in terms of employee demands.

The present study has investigated the different factors of motivation and human
resource development especially on the HRD climate variables, HRD outcomes and
organizational effectiveness in the banking sector of Bangladesh. This is why; the
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relating factors like satisfaction, motivational intrinsic and extrinsic, financial, non-
financial, fringe, leave benefits, quality of work life, HRD environment, training and
retention strategies, HRD process and mechanisms factors, OCTAPACE culture,
performance evaluation, HRM practices for employee and organizational outcomes have
been considered. This study attempted revealed the overall effect of HRD on the

employee motivation.

1.11 Limitations of the Study

Banks’ employees are engaged in the service of the day to day operations and they are
busy in their activities. It could be difficult to reach them. Even those who are employed
in the banking sector may not have the idea about those theories of motivation directly.
In this context when the data collection from the employees researcher tried to highlight
the variables through making an understandable environment. Few employees were
reluctant to fulfill questionnaires. Here, there is a chance of skipping information.
Besides, mass generalization of the subject matter of the theories of motivation is not
possible. All the issues are not being matched with the present organizational settings of
Bangladesh. Data are not being same as the organizational culture varies from bank to
bank. There are various kinds of banks like traditional, Islamic Shariahbased,
specialized operating over the country. It was not be possible for the researcher to take
in consideration of all type of banks. On the other hand, there are huge number of
motivation theories like content and process theories in management. In the study only
few numbers of theories of motivation have been taken under considerations which are
closely relevant to the context of Bangladesh. And in this case the theories have been
discussed irrespective of the various schools of management thought.

Moreover, the research was conducted on the perceptions of bank employees
(from Officer Level to GM) in a particular region that means Northern Area of
Bangladesh only. Data was collected from 54% of ‘Officer to Senior Officer’, 39% of
‘PO to SPO’ and remaining 7% of ‘AGM to GM’ in the study (Table 4.1: Demographic
Profile). The respondents of public banks were higher than the private banks’
employees. Because the density of the private bank branches was lower than that of the
state-owned (public) bank branches in the study area. According to sampling
methodology PPS (Probability Proportion to Size) suggested that the high density
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branches taken higher number of participants and in the same way, the low density of
private bank branches was selected lower number of respondents. The variables are
derived from the theory of motivation and the HRD matrix or model. It discusses more
content-driven motivation theory; process-wised low has been shown. The motivation of
officials at the administrative or policy making level was not considered. The study
focuses on quantitative analysis. More research can be done on qualitative analysis for

further which has been suggested in the study.
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Chapter Two
Research Context and Review of the Literature

2.1 Literature Review and Research Context

This chapter contains the literature review, research gap, research questions, and objectives.
In order to find out research gap, exploring variables for concentrating research questions,
setting objectives as well as constructing hypotheses some published and unpublished
studies have been reviewed in the present study. These are discussed below:

A study on motivational factors for finding out the effect of the public and
private banks’ employees that examined motivation theories such as Maslow’s Need
Hierarchy Theory along with other theories like Herzberg’s Two Factrors/ Duel Theory
of Motivation, Alderfer’s ERG Theory, McClelland’s Three Needs Theory.' This study
paper focused on the impact of motivational factors/ determinants and found that
employees were motivated and satisfied by good remuneration, training, good culture,
rewards, incentives, correct feedback, job security, performance appraisal process etc.
Motivating factors in terms of different positions among employees differ across culture
to culture and varies by skills and job classes as well based on needs content.

Another one study carried out on construction workers to explore the
determinants of motivation and satisfaction.? The researchers examined the semi-skilled
workers of different job classification such as Mason, Carpenter, Plumber, Painter and
Electrician based on convenient survey on 100 respondents in Salem District, India. The
research paper found that no significant difference was found in the marital status of the
respondents regarding the level of satisfaction of the workers.

An assessment of motivation has found the impact of the effectiveness of bank
employees among bank branches. Surveys revealed that there was a relationship
between inspiration and performance.® This research article found that employees were

! Sapna Sharma, Bobby Brahme Pandey and Sanjay Pandey, “An Empirical Analysis to Examine the
Motivational Factors and Its Effect on Bank Employees,” Indian Journal of Social Science Research,
2017, Vol. 14 (2): 431-437.

2 M. Ragupathi and G. Prabu, “Factors Influencing Job Satisfaction and Motivation of Construction
Workers in Salem District,” Asia Pacific Journal of Research, November 2016, Vol. 1, Issue XLV: 43-51.

® LorretaSarpong, “Effects of Motivation on the Performance of Employees of Ecobank Ghana Limited.
Knust Branch and Stadium Branch,” Journal of Business Theory and Practice, 2016, Vol. 4 (1):111-124.
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gradually becoming more confident about trust, respect, high expectations, recognition
and appreciation, and a better work environment. The management could make use of
different strategies and policies to stimulate or motivate employees in banking
environment as well. Employees were interested in enhancing salaries, housing loan,
fringe benefits, and promotion and car loans as sufficient motivating elements to push
employees of the bank and to give effort for their best performances. The study suggested
that employees are involved in all decisions influencing their lives and concluded that
86.7% of the respondents enjoyed going to work every working day and indicated their
behavior on a positive result due to present motivational packages. The study was done

based on motivational theories implicated to a single bank branch in Ghana.

Vidya Nakhate stated that (2016)* the F Herzberg’s Two-Factor Theory of
Motivation referring to the changing perception of Indian Pharma Force in Pune region.
The researcher observed that motivation is morale to get more productivity and
mentioned that motivation is a key factor for attracting and keeping the employees. The
study applied the motivation formula as stated by Rajendra Singh, in that paper such as,
P=F (M, A, E), whereas M stands for Motivation, A for Ability, E for Environment and
F for Function as independent variable (IV). P stands for performance considering the
dependent variable (DV). The researcher explains additionally in the paper that
motivation, job satisfaction and organizational orientation help in reducing the stress of
the employees at moderate level.> As a result outcome of the employees increases
through minimizing inputs. A study was conducted by Simone De Stefaniaon the
motivation of healthcare workers relating to the Victor’s Vroom Expectancy Theory.
That was done on the Italian govt. funded hospitals focusing the factors affecting the
level of motivation of medical and nursing staff, such as expectancy (E), valence (V)
and instrumentality (I), and the workers’ motivation.® Victor (1964) suggested the
formula: M=E*V*|. The multiplier effect in the equation is significant.” It means that
higher levels of motivation will show the behavior when expectancy, instrumentality,

and valence are all high than when they are all low. If any one of the three factors is

* VidyaNakhate, “Critical Assessment of Fredrick Herzberg’s Theory of Motivation with Reference
to Changing Perception of Indian Pharma Field Force in Pune Region,” The International Journal of
Business & Management, January 2016, Vol. 81 (1):182-190.

® Rajendra Singh, “Pleasure at the Workplace,” HRM Review, September 2006, 54-57.

® Stefania De Simone, “Expectancy Value Theory: Motivating Healthcare Workers,” American
International Journal of Contemporary Research, April 2015, Vol. 5 (2): 19-20.

" Victor H. Vroom. Work and Motivation (San Francisco: Jossey-Bass, 1964).
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zero, the overall level of motivation is zero. Therefore, if an employee believes that
his/her effort will result in performance, which will result in reward, motivation will be
zero. If the valence of the reward he expects to receive is zero, i.e, if he/she believes that
the reward he/she will receive for his/her effort has no value for him.

Researcher analyzed that a person is motivated to the degree that he/she believes
that (a) will lead to acceptable performance (expectancy), (b) performance will be
rewarded (instrumentality), and (c) the value of the rewards is highly positive
(valence).® Expectancy is a person’s estimate of the probability that job-related effort in
a given level of performance ranging from O to 1. Instrumentality is an individual’s
estimation of the probability that a given level of achieved performance will lead to
various outcomes ranges from 0 to 1 with expectancy. Valence is the strength of an
employee’s preference for a particular reward. If an employee is indifferent to a reward,
valence will be zero. The total range shows from -1 to +1. This paper identified several
important things in the workplace like training and education, work autonomy,
professional growth, and information technology and innovation that should be done to
motivate employees of the hospitals. In the article, the researcher suggested how it is
possible to improve the quality of leadership so that employees can be employed in the

workplace and earn more output through their best performance.

The researcher found that 76.2% of the respondents believe that they were
benefited (attracted) due to work environment, 17.3% are not benefited from
environment and the rest of 6.5% are benefited from passion for work. That was an

empirical study showing that 52.6% of the workers are quite satisfied.

A study investigated through an empirical research on the perception of
employees’ regarding motivation in the public and private commercial banks in
Bangladesh. The researcher found that the employees of private commercial bank are
slightly more motivated than that of public commercial banks.® A study explored the

financial and non-financial variables as determinants with employees’ satisfaction of

® C. Fred Lunenburg, “Expectancy Theory of Motivation: Motivating by Altering Expectations,”
International Journal of Management, Business and Administration, 2011, Vol. 15(1): 1-6.

® Md. Hasebur Rahman, “Employees’ Motivation in Public and Private Commercial Banks in Bangladesh:
A Study on Need-Based Approach,” Global Disclosure of Economics and Business, (2013), Vol. 2 (2):84-91.
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banking institutions in Bangladesh.'® This paper is done based on practical interview
with some of the mid and high level bank officials who have opined about some
organizational factors. Authors have not analysed the theories of motivation specifically.
A study conducted on employee turnover intention of telecommunication and banking
industries in Bangladesh explored the effect of dependent variable (turnover) and got
countless factors associated with employee turnover intension.™* This paper is made on
the basis of some determinants. The researchers attempted to identify the significant
factors and the level of job satisfaction among the bank employees in Bangladesh.*? The
study revealed some common factors such as interesting job assignments, friendly
working condition, competitive remuneration packages, job security, and good relation
with boss which lead to satisfaction. This was done on 31 respondents only. A study of
identified and tested the factors that are related to job design, motivation and satisfaction
among the employees in developing countries and found that present employees did not
satisfy with their jobs.*® This study has been done only for developing service quality of

banks in Bangladesh.

The determinants of de-motivation of the employees are those such as delay
promotion, no clear career progression, unreasonable load, long working hours, and lack
of recognition from the managers. The study paper recommended that monetary rewards
are being motivating the employees and there should have a comprehensive motivation
scheme which affects the employees' performance.* The author explained in another
study has given the attention on job enrichment, and performance variables like working
environment, work load, promotion, and recognition, training and development.® The

researcher reviewed the MARS model (Motivation, Abilities, Role Perception, and

1 Mohammad Ariful Islam and Tazrina Farah, “Job Facilities and Employee Satisfaction: Exploring
the Situation of Banking Institutions in Bangladesh,” Dhaka University Journal of Business Studies (April
2014), Vol. XXXV, No. 1: 105-122.

! Mohammad Abdul Jabbar and Md. MesbahUddin, “Employee Turnover Intention in Bangladesh,”
Dhaka University Journal of Business Studies, (April 2014), Vol. XXXV, No. 1: 141-150.

2 Md. MaminUllah, and SabnamJahan, “Identification of Critical Factors Regarding the Job
Satisfaction among the Employees in Bangladesh: A Study on Bank Industry,” Dhaka University Journal
of Business Studies(December 2013), Vol. XXXI1V, No.3: 121-138.

3 MM Hossain, “Strategy for Improving the Quality of Bank Services in Bangladesh,” In Reb, Aed,
Management Development: Growth With Equity, (1998), AMDISA, p. 275.

Y Pamela Akinyi Omollo, “Effect of Motivation on Employee Performance of Commercial Banks in
Kenya: A Case Study of Kenya Commercial Bank I Migori County,” International Journal of Human
Resoltérce Studies, 2015, Vol. 5 (2): 87-103.

Ibid.
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Situational Factors) as well in this connection. Unless all of the elements of MARS
model will affect negatively, motivated employees with high enthusiastic runs the work-
ability, and understands the job duties- roles perception well. Employees are not able
to perform their duties well if the organization lacks adequate situational factors.
Questionnaires were established on the effect of monetary reward, job enrichment,
training and performance, team building of the Keneyian Commercial Bank employee.
In this study paper researcher explored the variables perceived by the employees of the
bank industry in a state of Kenya on the basis of Maslow’s Need Hierarchy Theory and

Herzberg’s Two-Factor Theory of Motivation.

A study was conducted on 200 executives among 20 Real Estate Companies in
Dhaka City to find out the key factors of job satisfaction.® The study revealed that
employees were motivated to have secure job and promotion. Money was considered by
the employees only an extrinsic factor. Here employees are to get intrinsic opportunities
S0 as to retain in the company for a longer period of time. The researcher simply stated
here that the job satisfaction determinants of real estate firms pay for other financial
benefits, promotions, supervision, and peer relationships of the firms. Researchers have
explored staffing of individual subjects as well as externalities but have not tested

motivation theories.

Researchers conducted a study that shows the relationship among the factors like
financial as rewards, personal traits, high salary plans, job design and supervision
considering independent variable and employee motivation as dependent variable.!” In
the study researchers found that there is a positive impact on employees’ motivation.
Attached to this article, it is stated that financial rewards as a result of loyalty are strong
motivators to increase employment and make employees feel more secure.'® Design of job
does have positive impact of employees so as to apply their knowledge in the workplace

18 Md. ShibliShahriar, “Job Satisfaction of Employees: A Study on Real Estate Companies in Dhaka
City,” Daffodil International Journal of Business and Economics (December 2015), Vol. 9 (2): 79-93.

7 Naeem Akhtar, Shazad Aziz, ZahidHussain, Saqib Ali, and Muhammad Salman, “Factors
Affecting Employees Motivation in Banking Sector of Pakistan,” Journal of Asian Business Strategy,
(2014), Vol. 4 (10): 125-133.

¥ Antonios Panagoitakopoulos, “The Impact of Employee Learning on Staff Motivation in Greek
Small Firms: The Employees Perspective,” Development and Learning in Organizations an International
Journal, (2013), Vol. 27 (2): 13-15.
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and fulfill their activities.® The quality of supervision increases motivation, where there

are good rewards for motivating employees in the pay plan.?°

The researchers attempted to inspect the impact of motivation on the
performance of employees working in private commercial banks located in Karachi,
Pakistan. The researchers have attempted to prove that without motivation it could be
hard to attain employees’ satisfaction and efficient performance towards organizational
objectives. Financial and non-financial rewards are involved showing the relationship
between banks employees and performance. In the study noticed that lack of
performance evaluation with unfair rewards system could be raised de-motivation which
might create hindrance to efficient performance of the employees. Empirically
researchers studied on 50 employees of private commercial bank in Pakistan that there
had no motivation theory applied specifically in this regard.?

A study investigated the effect of motivation on employee productivity in
manufacturing industries in Nigeria. In this study researchers had looked into the
importance of motivation in the management of people at work. The researchers said
that without proper use, human resources could not be able to reach its goal.
Surveys have shown that workers in the manufacturing industry are poorly
motivated. Because of this, low productivity junior employees have the opportunity
to be promoted and those who are senior have promotional and incentive benefits.
This paper suggested that incremental pay through promotions, overtime allowances
and vacation pay should be used as a tool to motivate. Researchers had made of 400
respondents and explored the variables based on Maslow’s Need Theory, ERG Theory,
Theory X and Theory Y, McClelland’s Three Need Theory, Vroom’s Expectancy
Theory and tested the application of those theories of motivation in the manufacturing

industries.?

9 1dem.

% Fang Yang, “Work, Motivation and Personal Characteristics: An In-Depth Study of Six
Organizations in Ningbo,” Chinese Management Studies, (2011), Vol. 5 (3): 272-297.

1 Asif Uddin, and Mohammad AbuzarWajidi, “Impact of Motivation on Performance of Employees
in Private Banking Sector of Pakistan,” Global Journal of Engineering Science and Research
Management, (August 2014), Vol. 1 (4): 41-48.

2 Edwin Maduka Chukwuma. and Obiefuna Okafor, “Effect of Motivation on Employee
Productivity: A Study of Manufacturing Companies in Nnewi,” International Journal of Managerial
Studies and Research (IJMSR), (August 2014), Vol. 2 (7): 137-147.
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In another study, the theory of motivational expectation was evaluated
theoretically by considering process theory. This paper examined the theory
(expectation theory) and tries to reveal its features, qualities and qualities in the context
of business management. The study concludes that the expectation theory is effective in
many cases, despite its weaknesses. The researchers tried to show in the article that
three relationships are involved in their analysis. These relationships are- (i) Efforts and
performance known as Expectancy- E, (ii) Performance and rewards/ work outcomes
known as instrumentality- I, and (iii) Rewards/ outcomes and personal goals known as

valence-V. The study is established on theoretical assessment.?

An investigative study has been conducted based on the satisfaction of college
teachers in Comilla District Bangladesh. The results of the survey showed that there are
significant differences across age, gender, rank and pay scale, years of experience, academic
degree and job satisfaction across academic results. The paper only hints at increasing the
satisfaction of college teachers.?* Another study was conducted with experience on the
content and process theories of inspiration. Researchers attempted to explore variables for
which productivity or performance is showing positive results. Managers were interviewed
and show how UK Boots 2012 increased employee motivation at the UK Pharma chain

confirmed in the study.”

The researchers examined the Equity Theory and attempted to show the utility in
enhancing organizational effectiveness. That study was developed based on individual
pay in motivating employees and improving their productivity. The researchers of the
study examined the different factors compared to pay such as job satisfaction and pay
equity, motivation and pay, occupation and pay, performance and pay etc. The
researchers have seemed consistent pay system with fair outcome of the individual.

Inconsistent pay de-motivates employees. The study suggested to the HRD that it should

? Pranav Parijat and Shilpi Bagga, “Victor Vroom’s Expectancy Theory of Motivation- An
Evaluation,” International Research Journal of Business and Management-IRIJBM, (September 2014),
Vol. VII (9): 1-8.

24 Shaikh Moksadur Rahman and Sayedul Al-Amin, “Job Satisfaction among College Teachers in Comilla
District, Bangladesh,” Dhaka University Journal of Business Studies, (April 2014), Vol. XXXV (1): 227-243.

 Nazir Khurram, “Employee Motivation, Job satisfaction & Productivity of Employees at Boots 2012
(WestField Stratford City),” Master Thesis in Business Administration, Cardif Metropolitan University, May 2013.
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be more concerned with the pay factor so as to attain the organizational goal.?® The
greater the inequality, the more individuals feel the crisis and the more they will try
to restore equity.?” Whether a social exchange is considered equitable or inequitable
depends upon the individual’s perception of the relationship between their inputs,
namely job engagement, experience, qualification, etc. and outcomes.?® Another study
attempted to explore the pay perceptions and satisfaction among employed people with
a random. The researchers found that the more the employees strongly agreed that their
pay was fair; the more satisfied they were with their earnings. In fact, pay equity was a

strong predictor of pay satisfaction.”

An empirical analysis was run focusing on motivation, job stress, and job
performance in Banking Industry of Greece. The researchers studied on 143 employees
to analyse the ERG Model of Motivation for multi needs. The positive impact has been
shown between motivation and performance despite the job stress. Researchers
suggested implementing the model for developing HR strategies and policies so as to
adopt with the competitive edge in business. The researchers stated and analysed the
ERG theory only.*® Collectively, a relationship has been shown between the motivation
and job satisfaction of the 45 white collar (supervisor and above) employees of India’s
public sector giants. Researchers have designed a functional model such as: M = F (JS)
where, M is the motivation (dependent variable), JS satisfaction (independent variable)
and JS for the F function. The results revealed that motivation increases with increasing
job satisfaction. The study looked at the effects of age and the motivational level

experience of employees. About 70% of the employees were motivated that noticed in the

% Abdelghafour Al-Zawahreh and Faisal Al-Madi, “The Utility of Equity Theory in Enhancing
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study. The study was developed only white collar employees avoiding the specific theory

of motivation.®!

The researcher focused on how the factors like intrinsic, extrinsic, equity,
internal-external locus control, goals, mission, vision, link with Expectancy Theory.
Researcher signified in the paper about goals or expectation, unlocking potential of
employees, effort, equity, communication, and performance for managerial implications.
Empirically researcher analyzed important conditions for improving employees’
motivation. These conditions are such as communication, listening encouragement,
agreement, reporting for feedback. In this article researcher had not considered other

theories either content or process theories of motivation.*

Researchers examined the different theories of motivation empirically of the
Swedish bank industry showing comparison between men and women motivation.
Employees are motivated by the factors such as good relations and appreciation from
co-workers and managers. They are also motivated by that kind of environment for
having responsibility with career growth. The important factor was signified for the

women worker to feel safety and security at workplace.*

Another one study on employees of public and private insurance companies and
shown the relationship among job design, motivation, and performance. The study has
been carried out on 40 executives of various levels of two insurance companies in public
and private sector of Bangladesh. The study revealed that executives of the insurance
sector in Bangladesh are motivated in their job in terms of task variety, job identity,
clearly defined authority and responsibility, accountability, information processing,
internal co-ordination, and job security. Meanwhile, they are de-motivated and dissatisfied

with the most of the job design factors like as autonomy, participation in related decision,

1 S K. Singh, and Vivek Tiwari, “Relationship between Motivation and Job Satisfaction of the White
Collar Employees: A Case Study,” Management Insight, (December 2011), Vol. VII (2): 31-39.
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recognition and acknowledgement of job, opportunities for promotion, and training status

of payment, non-financial incentives, feedback of the job and environment.*

Men cannot accept female bosses and co-workers even if they feel that female
peers are not adequate enough to take a level of decision making that affects their
careers and that female co-workers are dominated by male co-workers.*> The research
has been shown that Bangladeshi corporate sectors have been dominating women in
male society since before they started. Social values, culture, norms and religious beliefs
do not allow women to make decisions. They are left behind socially and mentally.* A
separate participant in a study reported that researcher declined a higher level position
due to family obligations because it would take a lot of dedication and time to be
accepted.®” The study considered accounting as a political structure involved in
perpetuating inequality with reference to the global gender challenges.®® In that study,
researcher examined the glass ceiling within the context of the accounting professions.
The study found that the availability of holiday policies is strongly linked to the decline
in South Korean output. Other issues involve family conflicts among female workers
due to domestic chores. One survey highlighted that women were restricted from top
management and having not fairly nominated to the delegation (DoA). The study found
that there were many barriers for women in higher executives and managerial positions,
as well as the impact of glass ceilings on women's recruitment and promotion. One
research article argued that women's representation in the civil service is on the rise, but
the presence of women in higher positions was much lower, indicating the existence of

some barriers to women's advancement.®® The authors also raised formal and informal
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questions about the progress of public service. The study explored the impact of relevant
factors, including current socio-cultural and economic changes in the country, on factors
that may make gender differences in the choice of conflict management styles and
measures of Bangladeshi managers.*® The study extracted the causes of glass ceiling in
the telecommunications industry in Bangladesh and finds that the career growth of
female employees was significantly lower than that of men.** The study analyzed the
significance of different glass ceilings conducted in different Asian countries for more
than three decades. The study found that the glass ceilings existed in the study included
a multi-regional aspect that was classified regionally.** Surveys and reports have shown
that the employment rate in Bangladesh's banking sector decreased by 12.23% from
13.73% of the previous year’s 2017.* The proportion of female executives who have
reached higher positions shown a negligible figure obtained from the BIBM survey.**
Central Bank of Bangladesh (BB) officials said that women workers did not come to the
country through the newly launched bank.* The study was conducted on the basis of
different issues of women and their status, socio-economic situation. A study designed
to present the effects of the glass ceiling on job satisfaction and job decisions for private
sector organizations such as banking and telecommunications in Bangladesh.*® The
study found that female employees in the banking sector were more satisfied than those
in the telecommunications sector and also found that there was no significant correlation
between glass ceiling variables with female employee job satisfaction, but overall
significant statistically changes in glass ceiling factors about decisions. The reasons for
the glass ceiling were concerned due to discrimination by their male colleagues, social

insecurity, moving to higher positions and changing jobs for the better. Married female

“0 Sogra Kair Jahan“The Impact of Gender Differences on the Conflict Management Styles of Managers in
Bangladesh: An Analysis”, Newcastle upon Tyne, UK: Cambridge Scholars Publishing, 2014.
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employees were not willing to transfer the existing job. Another study was prepared to
identify the glass ceiling issues and career barriers for female employees to
communicate in RMG sector leadership positions in Bangladesh.*” The study identified
that women and employees were influenced by three ideological perspectives such as
Bangladesh's organizational culture, social values and the lack of career counselors for
leadership positions in the RMG sector in Bangladesh. The study showed the
discriminatory position of female employees in the corporate sector in Bangladesh.®
The survey emphasized that female employees have contributed to society but these
positions were at a lower level. The study also identified the reasons for the unstable
position of women in this male-led organization and suggested strengthening women's
participation. The existence of glass ceilings is likely to create significant problems for
researchers studying the judgment and decision-making process of top decision-makers,
as a lack of women for such sampled results in selection bias that includes gender-based
differences in professional judgment and decision-making. For example, research
suggested that teams made up of more women are more productive and efficientwhich
was relevant to the nature of team-based monitoring.**4*® The explicit /latent factor of
glass ceiling in the Lebanese banking sector was studied based on middle and top level
managers.”! The glass ceiling study area was not related to HRM practice in the banking
industry. Bangladeshi and Pakistani women often expect to do a lot of housework which
keeps them (women) away from organizational jobs. Fits compared to Bangladesh and
Pakistan in terms of autonomy /women's movement in India.>® Female audit partners were
more effective in mitigating their clients' earnings management efforts female analysts issue

more accurate forecasts than male analysts and female CFOs are more likely than male

*" Md. Asadul Islam, and Amer Hamzah Jantan, “The Glass Ceiling: Career Barriers for Female
Employees in the Ready Made Garments (RMG) Industry of Bangladesh”, Academy of Strategic
Management Journal, 2017, Vol. 16, Issue 3, DOI: 1 1939-6104-16-3-141.

%8 Rifat Darina Kamal, and Amina Sabrin, “Gender Gap and Present State of Working Women in
Corporate Arena: An Overview of Bangladesh Perspective”, Research on Humanities and Social
Sciences, 2014, Vol. 4 (10): 81-88.

* Anita Williams Woolley, Christopher F. Chabris, Alex Pentland, Nada Hashmi, and Thomas W.
Malone, “Evidence for a Collective Intelligence Factor in the Performance of Human Groups”, Science,
2010, 330, 686-688.

% Ken T. Trotman, Tim D. Bauer, and Kerry A. Humphreys, “Group Judgment and Decision Making
in Auditing: Past and Future Research”, Accounting, Organizations and Society, 2015, Vol. 47:56-72.

> Dima Jamali, Assem Safieddine, and Maya Daouk, “The Glass Ceiling: Some Positive Trends from
the Lebanese Banking Sector”, Women in Management Review, 2006, Vol. 21 (8): 625-642.

°2 Shireen J. Jejeebhoy, and Zeba A. Sathar, “Women’s Autonomy in India and Pakistan: The
Influence of Religion and Region”, Population and Development, 2001, Vol. 27(4):687-712, DOI:
doi.org/ 10.1111/J.1728-4457.2001.00687.x

40



Research Context and Review of the Literature

CFOs to decide that shareholder values are higher.>**** Similarly, studies relying on
students or lower-level staff as proxies for high-level decision-makers will have problems
with predictive validity, as those studies will not be able to control for real-world selection

bias and low proportions of women that arise from the glass ceiling effect.

A study was conducted on job properties and individual outcomes of workers of a
sugar mill and researchers tried to find out the factors that associated with job features.
The study revealed the dependent variables like satisfaction, intrinsic work motivation and
five independent factors (skill variety, task identity, task significance, autonomy and
feedback) involved in JCM, policy making and organizational and individual
improvement. The paper found that skill variety is significantly associated with personal
outcomes, task identity, task worth, and benefits. The remaining core characteristics such
as autonomy, feedback and administration policies and practices are shown having fewer
significant effects on the personal outcomes. The article suggested to the management of
the factory to enhance performance by giving immediate feedback to the concerned

employees and modifying the administrative policies as well.>

Another study was made among employees of public and private commercial
banks operating in Bangladesh based on Job Diagnostic Survey (JDS) as stated by
Oldham and Hackman. The researchers assessed the influence of demographics in the
study, which found that there is a little high MPS of private bank than that of public
bank in the study area. The study investigated the motivational differences in the work
design of commercial bank according to designation, pay, age, experience, sex, mental
condition, education level. Authors concluded that the properties of MPS are associated
to a particular job unrelatedly to the demographics and the nature of the bank (Rahman
& Nurullah, 2014).%°
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A study was conducted on banks employees and attempted to evaluate the
satisfaction level and productivity. The authors of the study stated that satisfaction
depends on working conditions, pay, and work design and described based on the need-
hierarchy, two factors and social influence group model of motivation. The researchers
mentioned that there are two aspects regarding organizational variables such as
occupational level, job content, managerial ship, interaction of a work group as well as
personal variables such as age, education, experience, role perception etc.’’ An
explorative research was done on employees of banking industries where authors tried to
explore some factors related to job feelings in the study area. The researchers investigated
to find out the levels of satisfaction of the participants and other influencing factors for the
same. Elements including salary, performance evaluation tools, and promotional policies,
employee affiliation with management, training and development method, work stress and
working hours are the most significant factors for increasing job satisfaction. The paper
identified some issues such as employees should be given more autonomy for responsible
and organizational climate regarding OD initiatives can be rebuilt so that employee can
contribute to the different issues of the bank.>®

A research work was organized on bankers designated at middle and upper level in
Pakistan where the authors investigated the forecasters of job satisfaction. This study
showed the positive correlation between job nature and personal outcomes like job
satisfaction and high internal motivation. The authors in the study explained the
correlation between JCM and growth needs strengths (GNS) and growth.*

A study was conducted to measure the effectiveness of the financial and non-
financial rewards granted to the bank employees with a view to motivating them for
achieving the goals of the banks. The study also measured the level of satisfaction. The
result of the study compared that there was a stronger effect of behavior regarding

financial incentives on employee motivation and satisfaction than the attitudes towards
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non-financial incentives. The study found that there was a strong relationship between
monetary and non-monetary rewards of the private banks in Saudi Arabia.®® Another
study analyzed the satisfaction level of employees in commercial banks and the result
indicated that 66% (maximum) of employees were highly satisfied for their job security
which had significant effect in case of non-monetary factor in the workplace. The
satisfaction did not differ between male and female employees. The difference was
identified in case of age groups of employees.®! The study explored the factors that how
monetary and non-monetary rewards affect employee engagement and performance in
developing countries. Linear regression was applied to forecast the outcome of rewards
on firm performance facilitated through staff engagement. Results indicated the fact that
monetary and non-monetary payments could escalate the level of employee commitment
and high level of employee engagement was significant reason for a great firm’s
performance.®? Job satisfaction was examined by the effect of financial and non-
financial motivational packages which was applied in food chain grounds and indicated
the difference of employee behavior on some factors included in demographic
characteristics of Turkey. Results indicated that there was a strong effect of those
incentives on employee satisfaction. Financial rewards were higher than the effect of
non-financial incentives regarding employee motivation.®® The study assessed the effect
of motivation on work satisfaction and performance of shipping companies in Taiwan.
Four motivational dimensions such as remuneration, job achievement, job security and
environment along with five dimensions of job satisfaction and organizational
performance dimensions included financial and non-financial performance were used to
exploratory analysis. Remuneration and job performance did have a positive effect on
the dimensions such as return on assets (RoA), turnover growth rate and profitability

included in financial performance. On the other hand, work environment and autonomy
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had a positive relation on the dimensions such as customer service, employee
productivity and service quality involved in non-financial performance.®* The study
sought to demonstrate the effect of motivation in improving the productivity,
provocation, and performance of employees in the HRM practices to achieve relevant
dilemmas in the workplace. The results indicate that employees can take advantage of
both high performance (past and future performance incentives) and do not enjoy
relatively low efficiency incentive packages.®> Only financial rewards do not highly
affect the employee motivation and commitment but job related incentives have the role
to play in inspiration as well as commitment of employees found in the organization.®® A
meta-analysis was conducted on the relationship between public service motivation
(PSM) and different outcomes, including job satisfaction and result supported the
hypothesis with mediating effect.®” Employee motivation and its incentives affect
organizational productivity. The productivity can be developed ensuing some elements
such as employee job performance, engagement, innovation and creativity, commitment
and loyalty, and ultimate job satisfaction. These elements should be provided while

designing incentive packages and describe their activities and general effects.®®

Employees in the banks are considered as the pillar and most precious asset for
handling operations. Satisfaction is the essential factor of employee life and it becomes
the top issue in the banking sector. A study on identification the level of job satisfaction
in banking industry in both private and public sector in Sri Lanka indicates higher level
of satisfaction of public sector than the private sector bank employees. Ultimately it is

found that salary is the greatest explanatory factor regarding job satisfaction of the
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study. The other factors like work itself, job security, and recognition have the

significant impact on job satisfaction.®®

Banks have been facing the challenges in the present scenario in relation to
employee retaining since the commencement of huge number of banking organizations.
Bank managers are to rethink about the rewards in order to get maximum output from
employees. An explored the relationship between rewarding systems and employee
outcomes of private banks and revealed that there was a significant relation between
intrinsic and extrinsic rewards on employee performance. The extrinsic (financial) along
with intrinsic incentives inspire the employees so that they can retain in the workplace

for a longer period.”

A self-conduct research was conducted by Karmasangsthan Bank in Bangladesh
and focused on how motivational tools influence the individual performances with a
better outcome. Findings of the study showed that the de-motivating factors affect
negatively on performance of the employee. It has revealed that when employees were
motivated they tried to apply highest effort improving effectiveness and finally goals are
obtained with an easiest way. Banks can generate better outcomes through these

motivational tools.”

At present, reasonable corporate atmosphere of the banking sector is to face a lot of
challenges among the various issues, and one of the challenges is to get the right kind of
employees and retain them. In order to obtain the highest result the banks should make the
packages of lucrative and reward which affect employee motivation and satisfaction. A
study was directed to observe the impacts of rewarding systems on satisfaction in the banks

of Channei. The study emphasized on the readjustment of the HR strategies and rewarding
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policies for attaining the organizational goals, increasing motivation, performing their job

better, enhancing satisfaction of employees in the banks."

There was a direct relationship between non-monetary incentives and job
satisfaction and finally influenced the performance positively when a variety on non-
cash incentives granted.”® Non-monetary rewards are considered as the most significant
tools in motivating employees and it was reported that 70% (significant portion) of

employers applied non-financial awards in the organizations to retain them.”

A research showed that the relationship between non-cash incentives and
motivation of employee was a great complex matter. Study applied the tangible and
intangible packages in the rewards systems to examine the effect of satisfaction and
performance in the production settings and concluded that companies should add cash
bonuses with the present pay. Non-cash rewards helped the lower level outputs of
employees and mitigated the negative effects.” The non-financial rewards which have the
significant contribution can increase performance as well as motivation than the financial

rewards.’®"7&®

A study examined the impacts of extrinsic incentives on intrinsic motivation.
Three predictors were developed such as engagement-contingent, completion-contingent
and performance-contingent rewards by which intrinsic motivation undermined
significantly. Tangible and intangible rewards were compared between the children and
college students with a free choice behavior. The study found that tangible rewards were
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the most significant determinants for children than college students and verbal rewards
tended to be less for the same choices.”

Rewards may be either tangible or intangible which are the most important
impact the employee satisfaction in their workplace. Study attempted to explore the
relationship between tangible and intangible incentives and results showed there was a
highly positive association with work satisfaction.?® The best achievement of any
organization is subject to the workers’ commitment, creativity and motivation which

lead to high level of satisfaction.

Managers should understand the importance of rewarding strategy in achieving
goals because it increases the job satisfaction. A study analysed the association among
rewards, job satisfaction and performance in the banking sector and found that reward
had a strong support to job satisfaction. The other two impacts such as satisfaction and
performance, and rewards and performance were not significantly associated. A balance
should be established among the three factors included in HRM practices.®* Rewards
either intrinsic or extrinsic are related positively to employee motivation showing

significant effect found in the earlier studies.®

Employee retention is referred to as a long-term employment in the organization.
It might reflect the curiosity of an individual HR to work for a stable period of time in

the organization.®®

™ Edward L. Deci, Richard Koestner, and Richard M. Ryan, “A Meta-Analytic Review of
Experiments Examining The Effects of Extrinsic Rewards on Intrinsic Motivation”, Psychological
Bulletin, November 1999: 627-668.

8 Maryam Afridi, Marrium Shafi, Huda Munawar, and Sajid Mahmood Alvi, “Impact of Tabgible
and Intangible Incentives on Job Satisfaction among Workers”, International Journal of Management
Excellence, 2016, Vol. 7(3):841-845.

8 Carmen-Elena Tanasescu and Romana-diana Leon, “Human Resources Practices in the Romanian
Banking System: Rewards, Job Satisfaction, and Job Performance”, Management Dynamics in the
Knowledge Economy, 2019, Vol. 7, No. 4: 469-483; DOI:10.25019/MDKE/7.4.02.
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Vol.5(2); Z. Zakariaet el, “Reward Practice in Private Sector: Employees’ Perception”, Interdisciplinary
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The retention has been regarded as the significant parameters for obtaining
organizational goals especially in the competitive position. Organization may face loss
when an employee leaves the organization or switches after receiving training. This is
why; it should take measures so that an employee would like to stay in the organization

permanently.®*

Training and retention can be defined as a structural process of developing
knowledge, skills and abilities acquired by an employee to do better in his/her assigned
tasks affecting the best performances. T & D permit personnel to receive opportunities

that facilitate both organization and employees.®

T&D helps to develop competitive advantage coping with changes resulting in
higher commitment and loyalty leading to reduced turnover. It is true that employees
have been searching for those kinds of organizations by which they might be trained up
and developed so as to facilitate themselves making the better career planning.
Retention may be increased and goals could be obtained when managers try to invest in
developing employees. T&D should be given attention when there is a gap between
present output and desired outcomes of organization and employee both. After receiving
training an employee turns into a skilled and disciplined resource who can contribute to
organizational performance. A study showed the effects of training on employee
retention at Sudan Agricultural Bank training contributes to retention in the banks
supported by majority and also revealed that working environment influences long-term

employment.®

A study was conducted on PCBs three dimensions aimed at identifying some
dimensions regarding quality of work life (QWL) and retention strategy based on
perception. The study signified the impact of organizational life on intention to stay. The

8 Deepti Sinha, and Somesh Kumar Shukla, “A Study of Employee Retention in Pharmaceuticals
Sector in Dehradun City”, International Journal of Education and Psychological Research (IJEPR),
2013, Vol. 2 (1):30-39.
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Regression Analysis”, International Journal of Business Research and Management (IJBRM), 2012, Vol.
3(2): 60-79.

¥ Mohamed Rasha, Ngui Thomas Khatua and Malai Benjami, “Factors Determining Retention in the
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Entrepreneurship, 2017, Vol. 4: 1-23, https://doi.org/10.26762/jee.2017.4000001.
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researchers empirically applied the dimensions like supervision, maintenance, flexibility,

security, compensation as the string predictors associated with retention and QWL.%’

QWL indicates to job enrichment confirming job responsibilities affecting
favorable or enjoyable work environment both for HR and organization increasing
employee outcomes.®® It receives the positive results for improving organizational
outcomes like profit and productivity. The researcher examined the factors depending on
how banking organizations design and execute work life balance, building good image,
and ensure favorable work environment providing with permanent job, adequacy of
rewarding and compensation, leave policy, fair treatment of employees, surety of tenure,
opportunity for actualization, link between employee and organizational values and
beliefs, good relationships with supervisors, overall satisfaction of bank policy and
practices. The study showed by applying Probit Regression Model that those factors

affecting employee retention of the banking industry.

A case study was applied on mid-low and suggested HR as a strategic partner for
achieving competitive position. The study explored the variables regarding staff
retention such as financial and non-financial opportunities, establishing a reward policy
based on performance considering the proper training and promotion polices.®® Another
study investigated the factors of retention in banking industry of Karachi and concluded
that there was a strong relationship between employees’ motivation and retention and
there was no high association between training and development. Researchers
recommended modifying bank’s policy of training and development for attracting and

keeping employees.*

Another study attempted to understand the effect of talent management strategy
adopted by the public sector bank in India to take out the talent potential of its own

¥ M.M. Rahman, M. Abdul, N.A. Ali, .M. Uddin and S.M. Rahman, “Employee Retention Strategy
on Quality of Work Life (QWL) Dimensions of Private Commercial Banks in Bangladesh”, Social
Sciences & Humanities, 2017, Vol. 25 (2):647-662.

8 Mohammad Jamal Uddin Rabb, Muhammad Fazlur, and Md Mizanur Rahman, “Quality of Work
Life and Life Balance of Tea Workers”, Metropolitan University Journal, 2015, Vol. 5 (1):55-70.
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Sector: An Investigation from Karachi”, European Journal of Business and Management, 2014, Vol. 6
(37): 169-178.
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employees and it recommended that banks should follow some development initiatives
such as: structured system periodic talent audit, need for future development
performance related incentives like career planning, performance gap analysis, objective
based feedback mechanism, counseled, self-defined target for little period etc..”

An empirical study was conducted on manufacturing (pharmaceutical) and
service (banking) industry of mid-level employees in the station. The researchers
attempted to correlate between HRD and job satisfaction and defined HRD as the
facilitator of employees’ ability by developing job rotation, enlargement. The findings
of the study are indicative towards a growing developing need for an organization to
make a healthy HRD to increase organizational effectiveness by which employees are
satisfied and committed.*?

A study carried out on the state corporations of Kenya found that there was a
strong correlation between work life balance and job autonomy and study showed the
effect of organizational climate on employee performance and suggested that there
should be ensured career development and work station with providing operations
tools.® In another study a researcher explained that organization climate significantly
affects psychological and organizational communication process, solution of the

problem, motivation, learning, self-efficiency, and effectiveness of an organization. %

A case study investigated the impact of organization culture on organization
climate in the change and development process and showed how an organization culture
influences organization climate through different change initiatives.”® This study
explored the factors such as adaptability, involvement of employees, strategic direction
and plans, consisting with core values and integration which are the most significant

° Ginji et al., “Talent Management- A Strategic HRD Initiative- A Case Study of a Public Sector
Bank”, Indian Journal of Training & Development, January-March 2012, Vol. XXXXII (1): 58-70.
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43 (3): 27-31.
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Herzegovina Companies”, International Business Research, 2013, Vol. 6(3): 129-139.
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Management, 2015, Vol. IX, Issue: 24: 9-16.
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factors of organization culture that influence the organization climate. A research article
was conducted on organizational climate indicated the different ways rather than
others.” Organizational climate should be treated from the holistic approach which is
tolerable experienced standard by the team members. Many dimensions were analyzed
to review the HRD climate. The dimensions are—autonomy, communication, co-

operation, structure, conflict and its degree, management and leadership.

Researcher explored the predictor of work satisfaction from the study that
organizational culture played role as a predictor of job satisfaction.”” There were two
significant dimensions such as leadership and performance appraisal used to observe the
level of satisfaction and found positive correlation between organization climate and

satisfaction.

A study examined the nature and HRD climate on Indian Commercial Banks
resulting that there was a significant difference between public and private banks
especially HRD instruments.” The study suggested the banks that should be conducted
periodically between ‘HRD Climate’ and ‘Customer Satisfaction’ through surveying for
obtaining constructive feedback so that HRD climate could be enhanced and rendering
quality service to the customers. A simple model was developed for the practices of
HRD philosophy creatively. Banks could develop feelings of ownership among
employees and increase their commitment levels to successfully accomplish
organizational goals. The researchers of the study justified the HRD climate variables
i.e., OCTAPACE culture in the sampled banks.

Empirically studied on the executives of Indian state-owned enterprises whereas
researchers explored that there were individual differences in taking decisions, all
executives were forced by organization culture to cope with changes mediated by

management style.*
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Journal of Development Research, July 2016, Vol. 6, Issue: 7: 8625-8633.
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An inquisitive investigation was carried out on the public and private
organizations and it found that managerial effectiveness was affected by organization
culture and suggested that a suitable atmosphere is required for smooth and remarkable

output of the human resources.'®

Another studyshowed that productivity and reward differentiated between public
and private banks and recommended that employees should be treated as a strategic
partner because they are engaged in the execution of organizational strategic actions.’™*
This study was conducted based on employee output in the banking sector.

Management professionals elucidated that the most popular belief in Japan, the
first country commenced to practice in corporations considered as “Better People” not

merely technology was the unquestionable way to a “Better Society”.**?

Scholars and practitioners are attentive on how to cultivate HR through HRD
which results organizational effectiveness. TV Rao, a pioneer of HRD Matrix that
delineated HRD as fundamentally consists of three Cs: competencies, commitment, and
culture.’®All these three factors in HRD are required to brand an organization mission
well. He clarified that without competencies an organization could not able to certify
efficiency. Without commitment organization meets slowly pace development. The third
one, culture repairs the organization to live long-time as oxygen to survive in the
competitive arenas. It has been truly perceived by the researchers that an organization

should come forward to esteeming human resources.'®*

HRD referred as an approach originated on the trust that HRs is capable of

growth - prearranged an environment that facilitates individual growth.’® Growth is,

190 Amjad Ali and Bhawasti Patnaik, “Influence of Organizational Climate and Organizational
Culture on Managerial Effectiveness: An Inquisitive Study”, The Carrington Rand Journal of Social
Sciences, June 2014, Vol. 1(2): 1-20.
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hence, imperative for an organization. HRD is involved in marking a person, a complete
person in terms of skill, prime of life, competence, self-awareness, modification to the

environment, and self-reliance.

Researcher states HRD that be seen as a philosophy rather than as a program.
HRD is concerned with two sets of great factors - which prevents growth and which
leads to growth.’® In this relevance the study also signified that HRD as the process of
aggregate knowledge, skills, capabilities and affirmative work approach and value of all
HRs working at all levels in a business responsibility.°” A study empirically conducted
on the contributions of HRD efforts in the development of an economy. The study
evaluated people as ‘Human Capital’ as well as ‘Knowledge’.108 The researcher
mentioned in his article that empirically verifies the contributions of the ‘HRD" efforts
in the growth process of an economy. The author considered people as ‘Human Capital’
and ‘Knowledge’. The essential for investment in the HRD is strongly correlated with
the rate of technological advancement. The study described that higher rates of growth
can be achieved by implementing sophisticated technologies in order to increase in the
scale of production and operational complexities, the demand for highly qualified
specialists and administrators also increase in the corporate world.'®® Study reviewed
that the workers come in various forms from skilled to unskilled, professional to
illiterate and old to young. Placing a worker in a job is only the first step in HRD.
Moreover, HRD has been described as a journey towards higher level of performance.'*
The study stated that training is an important factor of HRD which shyness to invest in

the future talents. TV Rao signified strategically HRs so as to cope with the changes.
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Consequently, job satisfaction is generated from the evaluation of employee
performance.™! There are different types of performance appraisal (PA) have been used
to evaluate employee performance namely, management by objectives (MBO), 360-
degree feedback, simple ranking, paired comparison, graphic rating scale, Behaviorally
Anchored Rating Scales (BARS), Forced-Choice Rating Method etc. Through PA
employees are confirmed about their efficiency. PA has also motivational effect on
employees’ behavior. PA is a motivational technique, which can be applied to enhance
employee motivation and satisfaction.*****® This is a way of controlling employee
behavior in the organization as well.™* PA practices in organization can make decisions,
which exhibit the current outcomes of employees.!***® The main goal of PA is to
attaining specified objective by applying human resource like as skill, experience,
talent.*” It is the process of achieving, explaining as well as keeping records of
information related to the worth of an employee behavior at work place. It is an
effective tool of enhancing the effectiveness in the job place, which crucially develops
and utilizes individual issues and competencies."'® By communicating, reviewing and
discussion in any feedback session, an employee can be able to better understand his/her
job responsibilities, which increases and develops efficiency toward obtaining goals of
the banking organization. PA helps the banks especially to gain competitive advance.
Performance of employees in the modern age of competitive in business organizations
are rapidly changing and becoming more critical to success. And PA is the most

significant sign of organizational goodness of fit as well.*°

11 M.M. Haque and A.M. Taher, Affective commitment and its antecedents: An empirical study in
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12 Chen, Jie, and Derek Eldridge, “Are —standardized performance appraisal practices really
preferred? A case study in China. Chinese Management Studies, 4 (3): 244 —257.

3 Steven H. Appelbaum, Michel Roy, and Terry Gilliland, “Globalization of performance
appraisals: theory and applications,” Management Decision, 49 (4): 570 — 585.

14 A, Attorney, Performance Appraisal Handbook (New York: Nolo Publishers, 2007).

15 C.E. Gardner, “Employee evaluation: is it worth the effort?”, DVM, 2008, 18 (5): 647-81.

18], Sheilds, Managing Employee Performance and Reward, (Cambridge: Cambridge University
Press, 2007). https://doi.org/10.1177/10384111080460010903.

17 C.E. Gardner, “Employee evaluation: is it worth the effort?”, DVM, 2008, 18 (5): 647-81

118 5 Joubert and C.S Jonker, “Emotion work and well-being of client service workers within small
and medium-sized enterprises”, Management Dynamics, 2009, 18 (2): 35-48.

119 Tahir Ahmad, Faiza Farrukh and Sana Nazir, “Capacity building boost employee performance.
Industrial and Commercial Training”, 2015, 47 (2): 61-66.

54



Research Context and Review of the Literature

A study was conducted empirically on how motivating techniques affect the
performance of employees.*® Findings show the positive attitude of employees
improved their efficiency towards achieving goals of the banking organization.
Researcher investigated the effect of rewarding on performance of employees in the
manufacturing industry.* The result got the significant effect of profit sharing on
employee commitment and showed the negative impact employees’ values in the
manufacturing firms. Researchers explained in their study that the positive relationship
of performance evaluation design and method (PEDM), and performance based reward
does have insignificant effect on productivity of employees in the banking
organizations.*”> Another study explored money as much effective factor on
performance and motivation than other variables such as promotion, security of the job,

work environment, appraisal and other facilities.'?®

Study identified that about 59% of MBO based, 43% of bi-annually, 31% of
paired comparison, 17.24% of critical incident technique, 10.34% of alternative ranking,
method PA practices in the service organizations of Bangladesh.'® In the study,
researchers found that the most significant reason of PA was to explore applicants 89%
of promotion, 69% of pay raise, and 62.1% of training & development. It was also
examined that about 69% of self-rating, 360-degree feedback, and rating committee. In
the management change and development empirically proved that adoption of

5

performance evaluation and reward systems.” With the upcoming changes

performance management is to adopt for sustainable success especially in the public
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Sector in Hyderabad Karnataka Region”, International Journal of Trend in Scientific Research and
Development (IJRSRD), Vol. 3, Issue 4, 2019: 390-393.

121 Walters T. Ngwa, Bamidele S. Adeleke, Emmanuel K. Agbaeze, Nwanneka C. Ghasi, and
Benedict O. Imhanrenialena, “Effect of Reward System on Employee Performance among Selected Firms
in the Litoral Region of Cameron”, Academy of Strategic Management Journal, 2019, 18 (3): 1-16.
Corpus ID: 19859340.

122 Chinedu Innocent Enekwe, Kenneth Nnagbogu Eziedo, and Charles Ikechukwu Agu, “Effect of
Performance Appraisal on Employee Productivity in Nigerian Banking Sector”, International Journal of
Research in Management Fields, 3 (6), 2019. https://doi.org/10.26808/rs.rmf.v3i6.02.
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sector organizations. Studies confirm that different methods of appraisals and
motivation do have different outcomes on motivation among employee. A study pointed
out that rewards is the most significant indicator affecting satisfaction of existing
employees.'® In this case the study explained five identified context, namely rewards
and incentives; ability to meet predetermined objectives; use of job description as
performance benchmarks; help identify employee’s strengths and weaknesses; and use
of PA as promotional technique. Modern management can have the survival position in
the today’s competitive business field, only if they can make proper use of human
capital as their most significant asset. It most important tasks of a HR manager due to its
implication for the identification of employee capacity as well as taking decision on
rewards. Study found that majority of the respondents were satisfied with PA system
and rewarding practices in the organization.'?” A study explored factors of the long-term
employment based on performance as well as the general environment of job affecting

motivation of higher level executives.'?®

The practices of multiple theories of motivation in different institutes were analysed
by different researchers from their different views and contingencies. The present study
has attempted to enhance more dimensions (pertaining to coverage) representing the
employees’ perception of motivation in the study area and of banking sector together
and explore new factors for motivation determinants comprehensively relating to HRD
outcomes of the banking organization. A special attention has given in the study to

investigate the glass ceiling phenomenon influencing women motivation in the banks.

2.2 Research Gap

Several studies have conducted on the basis of job satisfaction, job characteristics and

design, hygiene and motivational factors, QWL, training and development, retention in

126 Ayomikun Idowu, “Effectiveness of Performance Appraisal System and Its Effect on Employee
Motivation. Nile Journal of Business and Economics, 2017, 3 (5): 15. https://doi.org/10.20321/
nilejbe.v3i5.88

127 Sabnam Jahan, “Employee Performance Appraisal System: A Study on Square Pharmaceuticals
Limited”, Dhaka University Journal of Business Studies, 2016, XXXVII (1):47-61

128 SK. Tasthekur Hossain Kowshik, Samia Shabnaz, Stanley Sumon Rodrick, “Relationship of
individual factors and HRM practices on employee retention in private banking sector of Bangladesh.
Eighth International Conference on Advances in Economics, Management and Social Study-EMS.
https://doi.org./10.15224/978-1-63248-145-7-17. In Organizational Factors Affecting Employees
Retention: A Study on Private Commercial Banks of Bangladesh. International Journal of Business and
Management Study, 4 (1):19-24.

56



Research Context and Review of the Literature

home and across the world and in the academic arena. Some researchers have done
based Maslow’s Need Hierarchy Theory, Two Factor Theory of Motivation separately.
On the other hand, many scholars reviewed the theories of motivation in a single unit.
The contingency or content models such as reinforcement, equity, expectancy, and goal
setting theory related to motivation which has been viewed theoretically as well as
pragmatically. Some of the researchers have carried out the studies individually and

compared to two models.

Researchers have given attention to the financial, non-financial factors followed
to enrich job performance from different aspects. Besides, the addiotional benefits such
as fringe benefits, job security, leave facilities, after retirement facilities, etc. are
highlighted in the field of study individually and even separately. Many studies have
been developed on the basis of demographic factors like age, experience, salary,
designation etc. Academic and researchers perceived organizational culture, HRD
climate, organizational effectiveness (TV Rao, 1990) that are related to employee

motivation and satisfaction and expalined different facets.

All the previous studies found in the literature review have focused on job
satisfaction, benefits, motivation, from the different dimensions and mechanisms to have
impact on employee behaviour leading to job performance. But no stduy could reflect or
shed over the entire environement that can be used to settle down employee motivation
or motivated behaviour through job satisfaction connected to HRD mechanisms, HRD
outcomes, climate/OCTAPACE and orgainzational effectiveness as determinants. The
researcher viewed no composite observation and latent factors just like an iceberg to
motivate employee in the literature review. So, there is an ample scope to work with the
proposed study.

From the previous researchers gained valuable knowledge in the field of
organizational culture, HRD practices, different theories, job criteria, strategic
management practices regarding job satisfaction and motivation that will be helpful as

the ground work in the present study.

Apart from this, no study has been found by the researcher that reflected a complete

picture macthes with the focus of the researcher intended to employee motivation
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through job satisfcation in the banking sector (public and private) of Bangladesh. Thus,
current study does have the opportunity to expand more concentration and new
knowledge in the field of motivation and human resource development through the
exploration of employee and organizational outcomes. For such a call, the researcher
attempted the present study titled ‘Employee Motivation and Human Resource

Development in the Banking Sector of Bangladesh: Theories and Practices.’

2.3 Research Questions

Table 2.1: Lens of the study framework for key concentarted areas

Specific questions Key Areas
1. Is employee satisfaction influenced by gender?
2. Is employee satisfaction influenced by marital status?
3. Is employee satisfaction influenced by designation? (A) Employee
4. Is employee satisfaction influenced by type of bank? satisfaction
5. Is employee satisfaction influenced by location? influenced by
6. Is employee satisfaction influenced by experience? demographic factors
7. s employee satisfaction influenced by increment?
8. Is employee satisfaction influenced by gross salary?
9. How much level of satisfaction exists among employees? (B)Satisfaction
10. How does job satisfaction exist in public and private bank? existing in the banks
11. What is the most effective indicator influencing employee motivation?
12. Do the job characteristics influence employee motivation? (C)Effect of JCM
13. What are the relationships of MPS and demographic factors (DFs) and DFs

regarding employee motivation?

14. Is motivation influenced by gender?

15. Is motivation influenced by marital status?

16. Is motivation influenced by designation?

17. Is motivation influenced by types of bank/nature of bank? (D) Demographic
18. Is motivation influenced by location? factors influence
19. Is motivation influenced by banking diploma? motivation

20. Is motivation a influenced by experience?

21. Is motivation influenced by types of increment?

22. Is employee motivation affected by glass ceiling?

23. Is employee motivation influenced by hygiene factors? (E) Impact of
24. 1s employee motivation influenced by motivating factors? Content/Motivation
25. Is employee motivation influenced by Two-Factor? Theory

26. Is employee motivation influenced by financial benefits? (F) Effect of FBs and
27. 1s employee motivation affected by other monetary benefits? OMBs

28. Is employee motivation influenced by job security? (G) Motivation
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Specific questions Key Areas

29. Is employee motivation influenced by leave policy? affected by FNBs

30. Is employee motivation influenced by fringe benefits?

31. Is employee motivation influenced by QWL?

32. Is employee motivation influenced by training?

(H) Motivation

33. Is employee motivation influenced by retention?
by y influenced by HRD

34. Is employee motivation influenced by HRD environment?

environment
35. Is retention signified by HRD environment?

36. What contributes of HRD to banks?

37. Is motivation influenced by HRD mechanisms or instruments?

38. Is employee motivation influenced by HRD process variables? (1) Effect of HRD
39. Is motivation influenced by OCTAPACE or HRD climate? matrix factors on
40. Is employee motivation influenced by individual outcomes? organizational
41. Is employee motivation influenced by performance appraisal (PA)? effectiveness
42. Is employee motivation influenced by management practices (Mgt (employee and
Practices)? organizational
43. Is employee motivation influenced by organizational effectiveness? outcomes)

44. What contributes HRD in the banking sector of Bangladesh?

2.4 Overall Functional Equation of Employee Motivation in the Banks

Functional relationship has been constructed with the following factors of employee
motivation and HRD practices.

Employee Motivation = a+ £ (JCM)+ £, (Financial Benefits) + S5 (Other Monetary
Benefits) + g, (Fringe Benefits) + pfs (Leave Benefits)+ S (Glass Ceiling)+p;
(Ergonomics/QWL) +ps (Training and Retention) + f9 (HRD environment) + S0 (HRD
Mechanisms) + f11 (HRD Process) + 1, (OCTAPACE or HRD Climate)+ f13 (PA)+ S
(Management Practices)+ pis (Organizational Effectiveness: Employees and

Organizational Outcomes)+ e.

59




Research Context and Review of the Literature

2.5 Objectives of the Study

The main objective of this study is to extract the motivational issues from the different

motivation theories and relate with Human Resource Development (HRD) Matrix as

well as evaluate its practices in the banking sector of Bangladesh. With a view to

achieving the main objective, the following specific objectives have been taken under

consideration:

1.

to extract the motivational issues from motivation theories and to assess
human resource development (HRD) Matrix in depth;

to examine the demographic composition and glass ceiling phenomenon with
the employee motivation issues;

to determine the factors of motivation which influence the level of
satisfaction among the employees;

to investigate the influence of employee benefits on motivation;

to find out the effect of employee training and retention on motivation;

to explore the effective factors of quality of work life and HRD environment
influences employee motivation;

to examine the effect of HRD outcomes and organizational effectiveness on
employee motivation; and

to suggest measures for enhancing employee motivation.
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Chapter Three
Research Methodology

3.1 Nature of the Study

This study is based on of quantitative approach complemented by some qualitative
obseravtion. The design and questionnaire of the study and all the objectives were based
on quantitative assessment of employee perception in banks. Thus, the researcher has
used quantitative methods to achieve the optimum goal according to research objective.
In this study, the Simple Random Sampling (SRS) method was used to select individual
employee from each bank branch for both public (state-owned) and private banks in the

study area.

3.2 Selection of Study Area

The practice of HRD in banking sector of Bangladesh is more or less same. Employee
motivation and human resource development strategies, policies and practices of the
branches of various government and private banks are almost same all over the country
as they are run and operated centrally by their head office/governing bodies. So, data
collection and analysis from any one division of Bangladesh can produce the same
scenario on the research objectives that can also be statistically significant as it covers
more than 1/10th of the country. Simple Random Sampling technique (SRS)! has been
used to select the research area, whereby Rangpur division is picked-up from lottery.
With a view to getting insights to the study has been applied stratified random sampling
method.” Banking sector of Bangladesh is operating in the eight administrative
divisions. The scheduled banks located in seven districts i.e., Rangpur, Dinajpur,
Kurigram, Lalmonirhat, Thakurgaon, Panchgar, and Nilphamari are being monitored by
Bangladesh Bank (BB) Rangpur Office. Another one district (Gaibandha) having its
scheduled banks are being monitored by Bangladesh Bank (BB) Bogura Office. The

branches of the different banks have been selected through Simple Random Sampling

! William G. Cochran, Sampling Techniques. New York: John Wiley & Sons, 1977.
2 Mohammad Al-Jabari, "Factors Affecting Human Resource Practices in a Sample of Diversified
Palestinian Organizations", Tourism & Management Studies (2013): 594-603.



Research Methodology

(SRS) using MS Excel 2013 as well. The study area is covered the banks and branches
of Rangpur, Dinajpur and Nilphamari districts under Rangpur division which are also
selected through SRS and fulfilled the condition of representativeness as the three

districts covering more than 30% (NB).®

3.3 Sample Size Determination and Distribution of Branches and Respondents

The total number of branches in the study area (three districts) is 359 (N) which is
considered as study population. Out of 359 branches, the required number of sample
branches (ng) has been selected using Simple Random Sampling. The sample unit (ng) is

determined by the following formula:*

z%pq

e?

N = ——ommm-m-mmmmmmmmme oo (1); where, n, is the sample size of branches,

Z is the standard normal value corresponding to the desired level of confidence (95%),

e is the acceptable margin of error (.08) as the researcher accepted the larger (10%) error
margin in case of qualitative research.” p is the estimated proportion of an attribute that
is present in the population, and q is 1-p (the estimated proportion of an attribute that is
not present in the population). The value for Z is found in statistical tables which contain

z%pq _ (1.96)%(.5)(5) _
ez  (10)%

the area under the normal curve. n, = 96, so, required number of

sampled branches is 96 (ng). The sample obtained using the formula (1) known as
population (N=359)° was found in 96 branches and it covers no/N=96/359*100=26.75%
followed by stratified random sampling. Thus, the sample branches (n) 96 of the selected
banks from the study area. Four (4) employees were selestec as respondents or participants
from the ten selected banks using equal allocation from each branch. Therefore, the total
number of respondents/ participants is (96*4) = 384. In addition, four divisional offices
(SBL, JBL, ABL and RAKUB) in Rangpur of the public banks are selected and 4

employees were preferred as participants from each office for rounding up 400. So, the

® Nota Bene, Operating in six districts from them three has been selected, i.e., 3/6= 50%>30%.

* William G. Cochran, Sampling Techniques, 3rd Edition (New York: John Wiley & Sons, 1977): 75.

> The Bangladesh Report: “Report of Survey Findings and Qualitative Study Results from a Factory
in Chittagong,” Levi Straus & Co., Workers’ Well-being Study (December, 2013): 1-37. http:/
levistrauss.com/wp-content/uploads/2014/01/Workers-Well-Being-Study-Bangladesh-.pdf. (accessed on
11.08.2017).

® Bangladesh Bank (BB), Rangpur Office, February 2018.
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ultimate respondents/ participants are N= (96*4) + (4*4) = (384+16) = 400 employees

(required sample size).

Table 3.1: Sample size determination and sample distribution

Dist. | Branches (all) ™ | Name of the Banks No. Branches (n) E(;;??NC;]*n Respondents®
N;-132 Sonali Bank Ltd. 21 8(7.72) 41
= Janata Bank Ltd. 16 6 (5.88) 32
3 Proportion=" " Agrani Bank Ltd. 14 5 (5.15) 26
< n=xn= | RAKUB™ 33 9 (11.03) 37
8 (132/359)*96 [ pybali Bank Ltd. 4 2 (15) 5
£ =35 Uttara Bank Ltd. 2 1(0.7) 5
5 National Bank Ltd. 2 1(0.7) 5
S DBBL™ 1 1(0.4) 5
& Prime Bank Ltd. 1 1(0.4) 5
BRAC Bank Ltd. 1 1(0.4) 5
N,-154 Sonali Bank Ltd. 33 9 (14.16) 39
- Janata Bank Ltd. 17 7 (7.29) 32
) _ Agrani Bank Ltd. 18 7(7.72) 30
g Proportion= [ RAKUB 41 9 (17.59) 38
= ni=*No= | Pubali Bank Ltd. 4 2(172) 7
£ (154/359)*96  ["yttara Bank Ltd. 4 2 (1.72) 6
s =4 National Bank Ltd. 3 2 (1.29) 5
5 DBBL 1 1(0.43) 5
a Prime Bank Ltd. 1 1(0.43) 4
BRAC Bank Ltd. 1 1(0.43) 5
N3-73 Sonali Bank Ltd. 10 3(2.03) 15
. Janata Bank Ltd. 8 3(1.63) 13
S Proportion=" | Agrani Bank Ltd. 4 2(0.82) 10
9 ni=%><no= RAKUB 22 4 (4.47) 7
il',;" (73/359)*96 | pubali Bank Ltd. 3 2 (0.61) 3
3 =20 Uttara Bank Ltd. 2 2 (0.41) 3
g National Bank Ltd. 1 1(02) 3
5:‘; DBBL 1 1(0.2) 3
z Prime Bank Ltd. 1 1(0.2) 3
BRAC Bank Ltd. 1 1(0.2) 3
Total | Ny+ Np+N3-359 (92+123+53)= 268 | (35+41+20)=96 (96*4y+{4*4)’ =400

“ Sample branches (n;) from the sampled banks’ branches is calculated by the following formula,
ni=%><n0= (132/359)*96=35 (Rangpur), (154/359)*96= 41 (Dinajpur) and (73/359)*96= 20. Sampled
Branches have been selected by nj- (ny/N)*n i.e., (96/359)*21= 7.72=8. Participators/ respondents are selected
by using equal allocation based on branches. Disproportionate/ non-proportionate stratified sampling.

“ Source: Bangladesh Bank, Rangpur Office, February 2018 ““All the sample branches have been
selected randomly (random number method) from the source branches. All of the branches of the sampled
banks which are very few in number have been taken as sample. Therefore, the sample bank which are
more have been reduced slightly to adjust the fewer number of bank branches, i.e., @ Since the number of
employees or respondents is unknown so it has been considered that 4 (using equal proportional
allocation) employees as respondents or sample units from the selected branches.” RAKUB stands for
Rajshahi Krishi Unnayan Bank, and” DBBL stands for Dutch-Bangla Bank Limited.

" (4*4)=16 participants are selected from the Rangpur Divisional Offices of the four public banks
(SBL, JBL, ABL and RAKUB) for rounding up 400 participants.
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Table 3.2: Distribution of 400 employees among ten banks

District | SBL | JBL [ ABL | RAKUB | PBL | UBL | NBL | DBBL | PrBL BRAC | Total
Rangpur 41| 32 26 37 5 5 5 5 5 5 166
Dinajpur 39| 32 30 38 7 6 5 5 4 5 171
Nilpham 15 13 10 7 3 3 3 3 3 3 63
Total 95 | 77 66 82 15 14 13 13 12 13| 400
Percent 23.8119.3| 165 205 | 3.8 3.5 3.3 3.3 3 3.3 | 100.0
District | Rangpur 41.5% Dinajpur 42.8% Nilphamari 15.8%

3.4 Sources of Primary and Secondary Data

Required number of employees (N=400) of the selected branches of the ten banks has
been interviewed irrespective of male or female through structured questionnaire survey.
The employees working in the different branches (np=96+4=100) of the banking industry
are considered as the main sources of the primary data. The sources of secondary data
have been collected from the different publications of Bangladesh Bank,
Training/Academic Institutes of the four public and six private banks, relevant reports of
the sampled banks, articles, annual reports, dailies, journals, books, government

gazettes, dissertations, academic books and various websites.

3.5 Primary Data Collection

Primary data have been collected through self-administered questionnaire survey, and
observation. The questionnaire contains the open and close ended questions. In some
cases 5 points Likert’s Scale is used.® Pre-testing procedure is followed for designing
the final questionnaire. The data were collected upto December 2019 from the selected

ten banks.

3.6 Data Analyzing Techniques

Frequency distribution, descriptive statistics along with inferential statistics such as
bivariate correlation, Chi-square Test of Fisher’s Exact p-value, Levne’s Variance
Equality Test for comparison, Linear Regression Model, ANOVA, P-P, Q-Q, and Scree
Plots, Exploratory Factor Analysis (EFA: KMO and Bartlett's Test of Sphericity), Total
Variance Explained, Structural Equation Modeling (SEM), considering single and
double latent factors. With a view to confirmatory factor analysis (CFA) SEM has been

constructed for exploring the effective factors. In some cases, primary data were

® Rensis Likert, “A Technique for the Measurement of Attitudes,” Archive of Psychology, Vol-22
(1932): 5-55
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3 2

collected from participants through direct perceptions such as ‘yes’, ‘no’ and
‘something’ for Binary Logistic Regression. Five Point Likert’s Scale used and designed
the questionnaires for assembling data from the participants.”®*° Logistic regression
have been used due to outcome variable (yes=1 and no=0) dichotomous.™*

3.7 Statistical Analysis of the Research Methodology
Association Studies

X1 Xa.... Xr are the r- category of the attribute X and Y1,Y>...Yc¢ are the c- category of
the attribute Y. o is the observe frequency of i category of X and j-th category of Y
and N is the grand total.

For testing the hypothesis
H,= There is no association between X and Y.
H;= Null hypothesis is not true.

Test statistic is

(L]E)

=2 Y B ——— X2(r-1)(c-1)
Where,

E;;=The expected number of respondent in the (i,j)" cells.
0;;= number of respondent at the i™ row and j™ column of respective contingency table.
r=no. of rows, and c= no. of columns.

We know that the null hypothesis might be accept at the 5% level of
significance, if the 2-sided asymptotic significance level is less than. 0.05, otherwise the
null hypothesis is may be rejected. For this particular problem, we observe that the null
hypothesis is might be accepted at the 5% level of significant when the Pearson’s Chi-

square test is used.

® M.M. Haque, and M.T. Azim, “Affective commitment and its antecedents: An empirical study in
the context of Bangladesh”, Paper presented at the 7th International Conference on Ethics and Quality of
Work-life for Sustainable Development, 2008, Bangkok, Thailand.

% Bonnie Bei Yu, and Carolyn P. Egri, “Human resource management practices and affective
organizational commitment: A comparison of Chinese employees in a state-owned enterprise and a joint
venture”, Asia Pacific Journal of Human Resources, 2005, Vol. 43 (3): 332-360.

' Chao-Ying Joanne Peng, Kuk Lida Lee, and Gary M. Ingersoll, “An Introduction to Logistic
Regression Analysis and Reporting”, The Journal of Educational Research: 2002, Vol. 4, DOI:
10.1080/0020670209598756.
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F-Test
The F-test is used to compare variances. One can use it to determine if two data sets
come from the same distribution or if a single data set matches a known underlying

distribution. The F statistic is:

Where O1 is the standard deviation calculated from one data set and @2 is the standard

deviation calculated from the other data set.

The p- value Calculation
The p-value can be calculation formula can be defined as:
p — value = Pr(T < — |t| | null Hypothesis) + Pr(T = — |t| | null Hypothesis)
If, p-value < 0.05 then Null Hypothesis (Ho) rejected at 5%level of significance
and p-value < 0.01 then Null Hypothesis (Ho) rejected at 1%level of significance
The Model of Logistic Regression

Logistic regression analysis is the most popular regression technique for modeling bi-
dependent variables. Logistic regression is a mathematical modeling method that can be

used to describe the relationship of different predictive variables such as X1, X2,....X,

to a dichotomous (‘yes’ or ‘no’) dependent variable Y. Let’s try to write the model as:
K
Y =6,+> X, +¢
i—1

Let Y is a dependent variable, which take value 1, 2 then,

1,Yes
%i={ono
Where, i = 1,2, n. Also consider a collection of k independent variables

which will be denoted by the vector X'=(X;, X,,..., X,)and B be a (K +1)x1vector

of unknown parameters.

For simplification, researcher has used the quantity z(X)=P(Y =:qX)the probability

that the event occurs conditional on the value of X.
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Above, the letter, A, is to load an item on a factor where A, is used as the loading
symbol). Loadings represent the degree to which items are related. In some analyzes
they are literally interrelated coefficients. In other analyzes these are equal to the partial
regression coefficients. In both cases, they tell us how the item is associated to the

factor.
Aiem factor: The first subscript is the item, the 2™ the factor.

The “U”s the above a unique sources of specific variations for the items. Some
of the variations are specific to this particular item, for example the presence of a

starnge word in this and only this item. The other unique variant is unobserved, the

random variant- measurement error.

On the upside, the common causes of F’s are called common factor since they are
general among four variables. As mentioned above, many people see these as individual
traits. Thus, above, the variation of the two ‘F’ determines the variation of the four (4)
items. There is a complication in case of reduction. Researchers can only be composed
for 4 different reasons. Similarly similarly researchers can proceed for more than 4

reasons
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3.8 Conceptual Framework of the Study

Research Methodology

The study is covered the following variables mentioned in the Figue 3.1 that are extracted
from the different behavioral
management. The researcher has conducted the study based on the following framework.

theories of motivation as well

as HRD Matrix in

Variables of Behavioral Theories

v
v v
Organizational Aspect Personnel Aspect
v
+ + Qualities, Attitudes,
Physical Non-Physical Perception, HRD,
Family Settings, Exp.
v ¥ Design. , B.Dip.
Ergonomics v v Anthropological
+ Financial Non-Financial Settings etc.
Good Governance ¥
Working condition v v v v
Ventilation, CCU, Positive Negative Positive Negative
JCM, Sophist.
Tools,etc.
 J ) 4 ) 4 y
Handsome Salary,| | Salary Deduction Job Security Demotion
Profit Sharing, Stopped increment Promotion Transfer

Transportation

Incentives, Profit Sharing, Reward, Leave,
Bonus, Loan, Bonus & Recognition & Praise
Banking & Loan etc. Participation, Fringe
Insurance, Benefits, FBAR, Glass
Medical, ceiling,

Association, union etc.

Class Job
Censure etc.

\ /

HRD Outcomes,
OCTAPACE/HRD Climate,

h 4

PA, Mgt Practices

v

Organizational
Effectiveness:
Employee and
Organizational (Banks)
Outcomes

v

Employee Motivation

Figure 3.1: Conceptual framework
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3.9 Flow Chart of Independent and Dependent Variables for Fitting Multiple
Regression Model

Independent Variables Dependent Variable

Job Characteristic Model (JCM)

Financial Benefits (FBs)

Other Monetary Benefits (OMBSs)

Fringe Benefits (FNBS)

Leave Benefits (LBs)

Glass Ceiling Phenomenon (GC)

QWL

Training and Retention (TR) Employee Motivation

HRD Environment (HRD Envi)

HRD Mechanisms/ Instruments

HRD Process Factors

OCTAPACE/HRD Climate

Performance Appraisal (PA)

Mgt/HRM Practices

Organizational Effectiveness

Figure 3.2: Flow chart of key factors of motivation
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3.10 Hypotheses Construction

To test the following hypotheses some tests are applied in the analysis such the null and

alternative based on the said objectives and reviewed literature of the study:

Ho1:

Hoz:
Hos:

Hoa:
Hos:

HOG:

Ho7:
Hog:

Hogi

Hozo:

Hoa1:

Ho1o:
Hoaa:

Hoa:

Hoas:

JCM factors have no significant effect on employee motivation in human resource
development (HRD).

Financial benefits have no significant impact on the employee motivation in HRD.
Other monetary benefits have no significant outcome on the employee motivation in
HRD.

Fringe-benefits have no significant effect on the employee motivation in HRD.
Leave benefits have no significant effect on the employee motivation in HRD.

Glass ceiling phenomenon does not have significant impact on the employee
motivation in HRD.

Factors of QWL have no significant impact on the employee motivation in HRD.
Training and retention have no significant impact on the employee motivation in
HRD.

HRD environment factors have no significant impact on the employee motivation in
HRD.

HRD mechanism factors have no significant outcome on the employee motivation in
HRD.

HRD process factors have no significant outcome on the employee motivation in
HRD.

OCTAPACE have no significant effect on the employee motivation in HRD.
Performance appraisal (PA) factors have no significant impact on the employee
motivation in HRD.

Management practices factor have no significant effect on the employee motivation
in HRD of the banking sector.

Factors of organizational effectiveness (employee and organizational outcomes)

have no significant effect on the employee motivation in HRD.
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Chapter Four
Demographic and Glass Ceiling Composition with
Motivation Issues

In this chapter, section 4.1 (Demographic Outlines) and section 4.2 (Glass Ceiling and
Composition) present the specific research objective two that mean examining the

demographic and glass ceiling composition with the employee motivation issues.

4.1 Demographic Outlines

This section of the chapter includes the different issues of demographic composition
such as age, gender, experience, salaries, incentives, designation, initial and gross pay,
etc. influencing employee motivation in the banks. Motivation means inspiring people to
work continuation. Motivated employees have the best quality of performance.
Employees’ motivation is influenced by various factors. The total environment of the
banking industry has become changed due to face competitive sustainability. Basic pay,
gross pay, designation, promotion, scoring of banking diploma for considering upper-
level post, experiences, location or posting, types of bank, etc. are the issues of
demographic factors. Post and gross pay are highly correlated for motivation. Different
emerging theories of stimulus influence age, experience, salary, rank, etc. Work
experience is related to holding position through gradation of any organization.
Maslow's essential classification theory proves problems with population data.' On the
other hand, the supportive part of the Two-Factor Model, namely Hygiene and
Motivating factors. Employees can enjoy these factors related to opportunities over the

long-term service of the organization.?

4.1.1 Research Questions on Demographic Outlines

Do demographic factors effect employee motivation in the banking sector?

4.1.2 Chapter Objective

The main objective of this chapter (Section 4.1) is to explore underlying effective
factors of demographic and motivating emphases among the employees in the banking

sector of Bangladesh.

! Abraham H. Maslow, Motivation and Personality (NY: Harper, 1954).
? Federick Herzberg, “Workers’ needs: the same around the world”, Industry Week, 1987: 29-30 32.



Demographic and Glass Ceiling Composition with Motivation Issues

In this chapter (Section 4.1), the study has explored the most effective factors in case of

demographic as well as motivation issues. Inferential statistics, namely regression

model, ANOVA, coefficients etc. have been used to examine the present demographic

factors that are related to employee motivation in the banking sector of Bangladesh.

Table 4.1: Demographic outlines of the respondents

Demographic profile of the respondents

Freq. | Percent | Public | Private
Bank Bank
Gender Male 334 83.5 263 71
Female 66 16.5 57 9
Total 400 100.0 320 80
Age group <30 years 16 4.0 11 5
31-40 years 222 55.5 172 50
41-50 years 55 13.8 35 20
>50 years 107 26.8 102 5
Marital status Married 396 99.0 318 78
Unmarried 4 1.0 2 2
Religion Islam 357 89.3 286 71
Hindu 42 10.5 34 8
Others 1 0.3 0 1
Type of bank Public 320 80.0 320 80
Private 80 20.0
Name of the Sonali Bank Limited (SBL) 95 23.8 95 0
Bank Janata Bank Limited (JBL) 77 19.3 77 0
Agrani Bank Limited (ABL) 66 16.5 66 0
Rajshahi Krishi Unnayan Bank 82 20.5 82 0
(RAKUB)
Pubali Bank Limited (PBL) 15 3.8 0 15
Uttara Bank Limited (UBL) 14 35 0 14
National Bank Limited (NBL) 13 3.3 0 13
Dutch-Bangla Bank Limited 13 3.3 0 13
(DBBL)
Prime Bank Limited (PrBL) 12 3.0 0 12
BRAC Bank Limited 13 3.3 0 13
Location of the Rangpur 166 41.5 136 30
Banks (District) Dinajpur 171 42.8 139 32
Nilphamari 63 15.8 45 14
Location of the Rangpur Sadar 117 29.3
Bank (Upazila) Mithapukur 15 3.8
Pirgasa 11 2.8
Kaunia 8 2.0
Taragonj 3 .8
Badargonj 12 3.0
DinajpurSadar 87 21.8
Birampur 18 4.5
Fulbari 18 4.5
Parbatipur 16 4.0
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Chirirbandar 20 5.0
Birgonj 12 3.0
Kaharul 4 1.0
NilphamariSadar 21 5.3
Saidpur 30 7.5
Jaldhaka 8 2.0
Educational Bachelor (pass/honors) 68 17 66 2
Qualification Master 332 83 254 78
Major Subject/ Science 127 31.8 102 25
Group Humanities 200 50 177 23
Business 73 18.3 41 32
Banking Nil 249 62.3 176 73
Diploma Part-1 85 21.3 83 2
Part-2 66 16.5 61 5
Work Experience | 1-5 45 11.3 33 12
(Year) 6-10 182 45,5 147 35
11-15 32 8.0 11 21
16-20 16 4.0 12 4
20+ 125 31.3 117 8
Present Supervisor 3 0.8 3 0
Designation/ Officer 95 23.8 76 19
Post Senior Officer (SO) 119 29.8 106 13
PO/ EO 92 23.0 68 24
SPO/ SEO/AVP/FAVP 65 16.3 45 20
AGM/ SAVP 19 4.8 16 3
DGM 5 1.3 4 1
GM 2 0.5 2 0
Present Basic <10000 2 0.5 4 2
Salary (Tk.) 10000-20000 44 11.0 31 13
21000-30000 150 37.5 126 18
30000+ 204 51.0 159 47
Present Gross <20000 4 1.0 2 1
Salary (Tk.) 20000-40000 72 18.0 63 9
40000-60000 152 38.0 129 23
60000+ 172 43.0 126 47
First Joining AC/CC/AAICLDA/UDA/Data 94 235 91 3
Designation Entry Operator
Supervisor/ Cashier 14 35 14 0
Computer Operator 1 0.3 1 0
JO/AQO/TAILFA 43 10.8 3 40
Officer (C)/ Officer/TO 145 36.3 127 18
SO (C)/ SO 101 25.3 84 17
AVP 2 0.5 0 2
Initial Basic <10000 279 69.8 234 46
Salary (Tk.) 10000-20000 107 26.8 77 30
21000-30000 10 2.5 8 2
30000+ 4 1.0 1 2
Initial Gross <20000 345 86.3 300 46
Salary (Tk.) 20000-40000 50 12.5 19 31
40000-60000 1 0.3 0 1
60000+ 4 1.0 1 2
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Flow Chart of Demographic and Motivation Issues

Demographic Composition:
Gender, age,
marital status, religion,
designation, nature of bank,
location, educational

Modifiers

Effective factors
(Explored)

Employee
motivation

1.

qualification, d
background, ban

iscipline
k diploma

Figure 4.1: Demographic composition and motivational issues

4.1.3 Association of Demographic Outlines and Employee Motivation

Ho1
Ho2
Hos
Hos
Hos

No association exists between employee motivation and work experience.
There is no association between motivation and present basic pay
Present grosspay has no impact on employee motivation.
Initial basic pay has no effect on motivation in the sampled banks.
Initial gross pay has no effect on motivation of the bank employee.

4.1.4 Results and Discussion

Regression model is applied here for work experience (Table 4.2, 4.5, 4.8, 4.11, 4.14).

Table 4.2: Regression-model summary® of work experience

Model R R Square | Adjusted R| Std. Err. of Change Statistics

Square Estimates | R? Change F dfl | df2 |Sig. F
1 0.971° 0.942 0.940 2.741 0.94| 483.94 13| 386| 0.000
a. Predictors: (Constant), Banking Diploma, Group/ Subject, Gender, Religion, Educational Qualification,

Marital Status, Location (District), Type of Bank, Present Designation, First joining designation/post,
Name of the Bank, Age, Location (Upazilla). b. Dependent Variable: Working experience (year).

The linear regression model fitted for job experience and other independent

variables listed. The model fits well for the dataset, and the multiple determining
coefficients (R?) is 0.942 (Table 4.2). Due to R? is 0.94, the dependent variable i.e.,

working experience 94% explained by the independent predictors.

Table 4.3: ANOVA® of working experience

Model Sum of Squares df Mean Square F Sig.

1 Regression 47261.760 13 3635.520 483.944 0.000"
Residual 2899.737 386 7.512
Total 50161.498 399

a. Dependent Variable: Working experience (year)

b. Predictors: (Constant), Banking Diploma, Group/ Subject, Gender, Religion, Educational

Qualification, Marital Status, Location (District), Type of Bank, Present Designation, First joining
designation/post, Name of the Bank, Age, Location (Upazilla).

Hypothesis: The null hypothesis, Ho: o= 1= p2=.

e ,313:0

The alternative hypothesis, Hi: po= 1= fo=...........= B 1370
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Table 4.3 (ANOVA), the fitted regression model F-test statistic value is 483.944,
and the significance value (p-value) 0.000 which is less than 0.05 (p-value<a). Then all
the regression coefficients are statistically highly significant at 5% level of significance.
That is, the null hypothesis is rejected or an alternative hypothesis is accepted.
Therefore, all the regression coefficients were not zero (0).

Table 4.4: Coefficients® of work experience

Unstandardized Coefficients Séig?ﬁg?;isd i Sig.
Bi | Std. Error Beta

(Constant: Experience) -16.110 (Bo) 2.519

Gender 0.664 (B1) 0.402 0.022
Age 0.800 (B.) 0.034 0.663
Marital status 0.697 (Bs) 1.417 0.006
Religion -0.535 (Ba) 0.439 -0.015
Present designation 1.294 (Bs) 0.181 0.152
First joining post -1.663 (Bs) 0.147 -0.286
Type of Bank -0.567 (B7) 0.636 -0.020
Name of the Bank -0.192 (Bs) 0.113 -0.039
Location (District) 0.341 (By) 0.665 0.020
Location (Upazilla) -0.055 (B1o) 0.098 -0.023
Educational qualif. -0.860 (B11) 0.257 -0.057
Group/ Subject 0.001 (B12) 0.206 0.000
Banking Diploma 0.013 (Bg) 0.223 0.001

The fitted regression model can be defined as,

Working experience
= —16.110 * (Constant) + 0.664 * Gender + 0.800 * Age + 0.697
* Marital Status — 0.535 * Religion + 1.294 * Present designation
—1.663 * First joining designation — 0.567 = Type of Bank — 0.192
* Name of the Bank + 0.341 * Location (Disrtict) — 0.055
* Location (Upazilla) — 0.860 * Educational qualification + 0.001
* Group or Subject + 0.013 x Banking Diploma

The fitted regression model explains that the age, present designation, first
joining designation, educational qualifications are statistically significant at 5% level of
significance (Table 4.4). Consequently, employees’ motivation is overstated by the
control variable, namely age, designation, and educational qualification. The subject or
major discipline does not directly influence motivation (f12) =0.001 and p-value is
0.996. Among the significant independent predictor’s age (0.800, and present
designation (1.294) have the impact to the dependent variable working experience.
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Figure 4.2: Histogram and P-P plot of work Figure 4.3: Histogram and P-P plot of work
experience experience

Figures 4.2 & 4.3 illustrate that the fitted histogram confirming the bell-shaped
curve and Q-Q (quantile-quantile) plot the fitted residual line transient through the
source of origin. Thus, the dependent variable job experience (year) is usually

distributed, and the linear regression model fits best for the dataset.

Table 4.5: Regression-model summary® of present basic pay

. Std. Err. of Change Statistics
Model R R? Adg?ted the ) F i d2 SioE
Estimates change g
1 0.877% 0.769 0.762 6987.86  0.769 99.1 13 386 0.000

a. Predictors: (Constant), Banking Diploma, Group/ Subject, Gender, Religion, Educational
Qualification, Marital Status, Location (District), Type of Bank, Present Designation, First joining
designation/post, Name of the Bank, Age, Location (Upazilla).

a. Dependent Variable: Present Basic Pay.

The above fitted linear regression model (Table 4.5) for present basic payment
and other independent variables listed. The model fits best for this dataset, and the
coefficient of multiple determinations R? is 0.769. Since the R? ~ 0.77 then the
dependent variable i.e., 77% of present basic pay explained by the independent

variables/predictors stated above.

Table 4.6: ANOVA?® of present basic pay

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 62872948092.258 13 4836380622.481 99.045 0.000°
Residual 18848472031.68 386 48830238.424
Total 81721420123.94 399

a. Dependent Variable: Present Basic Salary

b. Predictors: (Constant), Banking Diploma, Group/ Subject, Gender, Religion, Educational
Qualification, Marital Status, Location (District), Type of Bank, Present Designation, First joining
designation/post, Name of the Bank, Age, Location (Upazilla).
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ANOVA Table, the fitted regression model F-test statistic value is 99.045 and the
significance value (p-value) 0.000 (showed in Table 4.6). Then all the regression
coefficients are statistically strongly significant at 5% level of significance. Thus, the
alternative hypothesis is accepted. Therefore, all the regression coefficients are not zero (0).

Table 4.7: Coefficeints® of present basic pay

Unstandardized Coefficients

Model 5 Std. Error t Sig.
(Cons: Present basic pay) -38670.051 (Bo) 6422.814 -6.021 0.000
Gender 554.461 (1) 1024.262 0.541 0.589
Age 709.891 (5,) 86.209 8.235 0.000
Marital Status -5124.611 (Bs) 3613.823 -1.418 0.157
Religion 1360.314 (B,) 1118.681 1.216 0.225
Present designation 6201.641(s) 461.322 13.443 0.000
First joining post 1902.867 (85) 374.125 5.086 0.000
Type of Bank 1834.212 (7) 1621.950 1.131 0.259
Name of the Bank 282.551 (fs) 289.017 0.978 0.329
Location (District) -1672.287 (Bs) 1695.606 -0.986 0.325
Location (Upazilla) 74.986 (B10) 250.856 0.299 0.765
Educational qualifi. 1623.504 (f11) 656.077 2.475 0.014
Group/ Subject -323.377 (1) 525.967 -0.615 0.539
Banking Diploma 878.569 (f13) 569.666 1.542 0.124

Table 4.7 showed the age, present designation, first joins designation,
educational qualifications are being statistically highly significant at 5% level of
significance. Among the significant independent predictor’s age (709.891), present
designation (6201.641) and first joining post (1902.867) do have a positive contribution
to the dependent variable present basic payment.

Figure 4.4: Histogram and P-P plot of present Figure 4.5: Histogram and P-P plot of
basic pay present basic pay

From the fitted histogram (Figure 4.4 & 4.5) illustrate the bell-shaped curve and
Q-Q plot the fitted residual line transient through the origin. Therefore, the dependent
variable current basic pay is usually dispersed and the linear regression model well fits

for this dataset.
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Table 4.8: Regression-model summary® of present gross pay

Regression-Model Summary®

Model R R’ Adjusted Std. Err. of Change Statistics
R? the Estimates | R® | Fchange | dft | df2 | Sig.F
1 0.826° | 0.682 0.672 15365.25 | 0.682 63.742 | 13| 386 | 0.000
a. Predictors: (Constant), Banking Diploma, Group/ Subject, Gender, Religion, Educational

Qualification, Marital Status, Location (District), Type of Bank, Present Designation, First joining
designation/post, Name of the Bank, Age, Location (Upazilla)

b. Dependent Variable: Present gross salary

The fitted linear regression model (Table 4.8) for present gross salary and other
independent variables enumerated. The model is a good fit for this dataset, and the
coefficient of multiple determinations R is 0.682. Since the R* ~ 0.682, then the dependent
variable i.e., present gross salary 68.2% explained by the independent predictors.

Table 4.9: ANOVA? of present gross pay

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression | 195635872639.298 13 | 15048913279.950 63.742 0.000°
Residual 91131097360.703 386 236090925.805
Total 286766970000.000 399

a. Dependent Variable: Present gross salary

b. Predictors: (Constant), Banking Diploma, Group/ Subject, Gender, Religion, Educational
Qualification, Marital Status, Location (District), Nature of Bank, Present Designation, First
joining designation/post, Name of the Bank, Age, Location (Upazilla)

Table 4.9 (ANOVA) states that the fitted regression model F-test statistical value
IS 63.742, and the significance p-value is 0.000. Then all the regression coefficients are

statistically highly significant at 5% level of significance. That is, H, is accepted.

Therefore, all the regression coefficients are not zero (0).

Table 4.10: Coefficients® of present gross pay

Unstandardized Coefficients

Model B Std. Error t Sig.
(Constant: Present gross) -76402.124 14122.791 -5.410 0.000
Gender (6, 1172.807 2252.196 0521 | 0.603
Age () 1244.412 189.561 6.565 | 0.000
Marital Status (£5) -9286.091 7946.247 -1.169 | 0.243
Religion (8.) 1028.259 2459.809 0.418 | 0.676
Present designation (fs) 10226.033 1014.378 10.081 0.000
First joining design. (Bs) 3129.422 822.645 3.804 0.000
Type of Bank (6,) 15523.420 3566.423 4.353 | 0.000
Name of the Bank () 420.502 635.505 0.662 | 0.509
Location (District) (f) -4565.112 3728.379 -1.224 | 0.222
Location (Upazilla) (510) 326.900 551.594 0593 | 0.554
Educational qualification (f11) 2791.159 1442.615 1.935 0.054
Group/ Subject (B1,) -282.423 1156.521 -0.244 | 0.807
Banking Diploma (13) 1700.733 1252.610 1.358 | 0.175
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It is being observed (Table 4.10) that the age, present designation, first joins
designation, educational qualification are statistically significant at 5% level of
significance. Among the significant independent predictor’s age (1244.412), present
designation (10226.033), first joining position (3129.422) and type of the bank
(15523.420) do have the impact on dependent variable present gross salary. Thus,
there is a strong association among age, present position, joining post, and nature of the
bank influencing employee satisfaction.

Figure 4.6: Histogram and P-P plot of Figure 4.7: Histogram and P-P plot of present
present gross pay gross pay

Figures 4.6 & 4.7, the fitted histogram depicts the bell-shaped curve and
Q-Q plot the fitted residual line fleeting through the source. Therefore, the
dependent variable present gross pay is generally disseminated, and the linear

regression model best fits for this dataset.

Table 4.11: Regression model summary® of initial basic pay
Change Statistics

Adjusted Std. Err. of =

2 H 2 H
R the Estimates R Change dfl  df2 Sig. F

1 0.689%  0.475 0.457 5713.00316 0.475 26.857 13 386 0.000
a. Predictors: (Constant), Banking Diploma, Group/ Subject, Gender, Religion, Educational
Qualification, Marital Status, Location (District), Type of Bank, Present Designation, First
joining designation/post, Name of the Bank, Age, Location (Upazilla). b. DV: Initial basic pay

Model R R?

The fitted linear regression model (Table 4.11) for initial basic pay and other
independent variables listed. The model is a good fit for this dataset, and the coefficient
of multiple determinations R? is 0.475. Since the R?> ~ 0.475, then the dependent

variable that means, initial basic pay 47.5% explained by the independent estimators.
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Table 4.12: ANOVA? of initial basic pay

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 | Regression 11395615319.173 13 876585793.783 26.857 0.000°
Residual 12598424380.577 386 32638405.131
Total 23994039699.750 399

a. Dependent Variable: Initial basic salary

b. Predictors: (Constant), Banking Diploma, Group/ Subject, Gender, Religion, Educational
Qualification, Marital Status, Location (District), Type of Bank, Present Designation, First
joining designation/post, Name of the Bank, Age, Location (Upazilla).

ANOVA Table 4.12, the fitted regression model F-test statistical value is 26.857
and significance value is 0.000 (p-value) then all the regression coefficients were
statistically significant at 5% level of significance. That means, the null hypothesis is
rejected or, the alternative hypothesis is accepted. Thus, all the regression coefficients

were not zero (0).

Table 4.13: Coefficents® of initial basic pay

Unstandardized Coefficients .
Model B Std. Error t Sig.
(Constant: Initial Basic Pay) 6234.435 5244.365 | 1.189 0.235
Gender (f1) -350.697 838.100 | -0.418 0.676
Age (5,) -121.912 71.022 | -1.717 0.087
Marital Status () 1247.972 2977.753 | 0.419 0.675
Religion (8,) -21.884 918.839 | -0.024 0.981
Present Designation (Ss) -671.561 378451 | -1.775 | 0.077
First joining designation (fs) 2220.853 308.118 | 7.208 0.000
Type of Bank (f7) -1285.682 1402.737 | -0.917 0.360
Name of the Bank (fs) 1064.391 236.772 | 4.495 0.000
Location (District) (Ss) 1761.002 1401.011 | 1.257 | 0.210
Location (Upazilla) (1) -280.441 206.022 | -1.361 | 0.174
Educational Qualification (511) -879.276 538.907 | -1.632 0.104
Group/ Subject (51,) -306.230 431.933 | -0.709 0.479
Banking Diploma (8,3) -199.290 462.560 | -0.431| 0.667

Table 4.13 of the regression coefficients shows that the first joining post and

name of the bank have become statistically significant at the 5% significance level.
Significant independent (individual) predictors had a positive contribution in case of the
position (first joining level) (2220.853), and name of bank (1064.391) dependent variable

which means initial basic pay.
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Figure 4.8: Histogram and P-P plot of initial Figure 4.9: Histogram and P-P plot of initial
basic pay basic pay
Figures 4.8 & 4.9 illustrate that the fitted histogram shows a bell-shaped curve
and the Q-Q plot shows the line of fitted residue as it passes passing through the source.
Thus, the dependent variable i.e., initial basic pay is generally distributed and the linear
regression model fits well for this dataset.

Table 4.14: Regression-model summary® of initial gross pay

2 Adjusted Std. Err. of the Change Statistics
Model R R R? Estimates R FChange dfi df2 Sig.F
1 0.592% 0.351 0.329 13459.34450 0.351 16.058 13 386 0.000

a. Predictors: (Constant), Banking Diploma, Group/ Subject, Gender, Religion, Educational Qualification,
Marital Status, Location (District), Type of Bank, Present Designation, First joining designation/post,
Name of the Bank, Age, Location (Upazilla). DV: Initial gross pay

Table 4.14 shows the statistical value of the fitted regression model F-test at
16.058, and the significant value at 0.000 (p-value). All the resistance coefficients are
then statistically significant at the 5% significance level. That is, the null assumption is
rejected. Thus, all the regression coefficients are not zero (0).

Table 4.15: Coefficients® of initial gross pay
Unstandardized Coefficients

Model B Std. Error t Sig.
(Constant: Initial Gross Pay) 181.712 12371.000 0.015 0.988
Gender (8, 25.992 1972.834 0.013  0.989
Age (o) -90.130 166.047  -0.543  0.588
Marital Status (85) 5525.183 6960.595 0.794  0.428
Religion () -251.863 2154.695  -0.117  0.907
Present designation (fs) -1829.536 888.554 -2.059 0.040
First joining designation () 4425.217 720.604 6.141 0.000
Type of Bank (57) -1458.181 3124.043  -0.467  0.641
Name of the Bank (8s) 2449.083 556.677 4399  0.000
Location (District) () 2369.895 3265.911 0.726  0.468
Location (Upazilla) (510) -360.575 483.174  -0.746  0.456
Educational qualification (f11) -1895.923 1263.673 -1.500 0.134
Group/ Subject (512) 164.586 1013.066 0.162  0.871
Banking Diploma (813) 321.652 1097.236 0293  0.770
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Figure 4.10: Histogram and P-P plot of initial ~ Figure 4.11: Histogram and P-P plot of initial
gross pay gross pay

The fitted histogram shows the bell-shape curve and the Q-Q plot is the transient
plot of the remaining line planted through the source (Figure 4.10 & 4.11). Thus, the
dependent variable which is the initial gross pay is usually scattered and the linear

regression model fits best for this dataset.

Table 4.16: Effect of demographic factors on motivation
Ho Demographic factors and impact on employee motivation
Hoi Employee motivation is associated to work experience.
Ho2  The relationship between motivation and current basic pay.
Hos  Present gross pay influences employee motivation.
Hos Initial gross pay stimulates employee positively.
Hos Initial basic pay motivates employee in the bank.

It can be clarified that employees in the deal of the banking sector influenced
by the age, experience, present designation, joining post, nature of bank, present,
and initial gross (Table 4.3, 4.6, 4.9, & 4.12). There have strong relationships among
these source variables. Masculinity (gender) does not influence the satisfaction
existing employees in banks. Midst these factors the most effective factors are
explored namley age and present designation (coefficient value 0.663 and 0.571).
Instead, banking diploma mostly influences the promotion in case of the public
bank.
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4.1.5 Findings on Demographic Factors and Employee Motivation

Table 4.17: Effective factors of demographic issues and employee

Demogra. Factors R’ Coefficient value Effective factors | Motivation
Work experience 94% Age (B=0.663), present Age

designation ( = 0.152)
Present basic pay 7% Present designation

(B=0.519), and name of the
bank (=0.337)

o
S
- 2
DO
88
(B=0.571), age (B=0.461), § 2 ¥
and first joining post oG E
(B=0256) desi PrE‘fiiT/ ost E% é
Present gross pay 68.2% Present designation g P Do c
(B=0.503), age (B=0.432), - 57
type of bank (B=0.232), and = £5
first joining post (p=0.225) =
Initial basic pay 47.5% | First joining post (B=0.551), 2383
and nature of the bank First joining g2 %
_ ____(p=0.326) designation/post | € 8 ®
Initial gross pay 35.1% | First joining designation g =
=
|_

It is evident from the Table 4.17 work experience is 94% explained by
independent variable, whereas age is strongly associated with job experience. Present
basic pay 77% is explained by total forecasters, and it is highly affected by present
designation of the existing employees. Present gross pay 68.2% is varied by the
estimators and it is mostly influenced by the present status of an employee. The initial
basic payment is 47.5% ~48% explained by variance, and is prejudiced by first joining
post/status. On the other hand, initial gross pay 35.1% is explained by total variance and
it is strongly influenced by employees’ first joining designation (Table 4.2, 4.4, 4.5, 4.7,
4.8, 4.10, 411, 4.13, 4.14, 415, & 4.16). Therefore, employee motivation of the
banking sector of Bangladesh is highly associated with working experience, current and
initial pay packages which are mostly modified by demographic issues namely age,
present, and starting designation. Thus, the equation is employee motivation = f
(0.663*Age + 0.571*Present designation + 0.503*Initial designation).

4.2 Glass Ceiling Phenomenon in the Banking Sector

The aim of the section 4.1 is to investigate the factors of glass ceiling, for which female
employees have been influenced in the workplace. This section covers the study objective 2:

To examine glass ceiling phenomenon and motivational issues in the banking sector.
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‘Glass ceiling’ means an invisible obstacle to the advancement of women in the
organizational structure. The burning issue of ‘glass ceilings’ has created to describe the
subtle obstacles that hindered the advancement of women or minorities in the 1980s or
decades.® The study showed that the same work has performed by senior managers and
partners, but post-senior managers received about 40 to 50 percent less compensation
for their work than equity partners.* These post-senior positions include post-senior
manager positions and “driving gender inequality” between partners. It maintains gender
inequality between senior manager positions and partners after creating opportunities for

success in the profession.

4.2.1 Background of the Glass Ceiling Phenomenon

Banking sector is putting a significant contribution to the financial and social life of
Bangladesh. This sector employs a large number of workers and provides training in
human resource development. Women employees are leading a significant portion of the
human resources employed in the banking sector in the country. The present study will be
looked at how public and private banks are evaluating women executives in human
resources. The bank and its staffing policy support equal employment opportunities
(EEO) across the country. Women employees have been holding the several levels of

positions in the structure of banking corporations since they started financial transactions.

The term ‘glass ceiling” has two dimensions in the public sector- (i) the nature of
barriers that limit women’s progress and (ii) women’s own perceptions in the
workplace. The role of women worldwide is undergoing a dramatic change. Gender
equality is a concept that women and men enjoy equal opportunities and results. Women
and men have equal dignity; enjoy the same human rights; play an equally valuable role
in their national, economic, social and cultural development and enjoy the benefits of

the equality.>®® At the present time there is a common impediment to women around the

¥ Merida L. Johns, “Breaking the Glass Ceiling: Structural, Cultural, and Organizational Barriers
Preventing Women from Achieving Senior and Executive Positions”, Online Research Journal in Health
Information Management, 2013, PMID: 23346029.

* Elizabeth Dreike Almer, Margaret G.Lightbody, & Louise E. Single, “Successful Promotion or
Segregation from Partnership? An Examination of the “Post-Senior Manager” Position in Public
Accounting and the Implications for Women’s Careers from  http://apira2010.econ.
usyd.edu.au/conference_proceedings/APIRA-2010-277-LightbodyPost-senior-manager-positions-and-
womens-careers-in-public-accouting.pdf.

® Gender Policy 3" Edition, RDRS Bangladesh, September 2014: 8-11.
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world in the services of banks, telecom industry, airline professionals, doctors,
journalism etc. Bangladesh is no exception. The IWPR measured and showed the wage
gap in the United States income inequality between men and women. Causes of
inappropriate part of women to spend time for family and child care instead of father.”
Another observation of this report has shown that the way female employees have been
treated by the bank in various posts. An empirical study conducted on the women’s
position in the banking sector of Bangladesh.? The study has revealed that the women
employees are negligible at top level showing the position whereas 85% of men and
15% of female and 25% at entry level position. For this, the researchers attempted to
find out the reasonable factors behind the invisible barrier (glass ceiling) for the

motivation and satisfaction of women in the banking sector.

4.2.2 Present Context of Glass Ceiling Phenomenon and Its Composition

This section has highlighted the women employees’their status, position in the different

organizations nationally and globally.

Table 4.18: Global gender gap, world economic forums (WEFs, 2020, BD: 2018, 2015, 2006)

Country Global Ecgr!omi_c Eduqational Healt_h Political
Index Participation | Attainment & Survival Empower
Rank | Score | Rank | Score | Rank | Score | Rank | Score | Rank Score
Bangladesh (BD) | 50 0.726 | 141 [ 0.438 | 120 | 0.951 | 119 | 0.969 | 7 0.545
India 112 | 0.688 | 149 | 0.354 [ 112 | 0.962 | 150 | 0.944 | 18 0.411
Pakistan 151 | 0546 | 150 | 0.327 | 143 | 0.823 | 149 | 0.946 | 93 0.159
Sri Lanka 102 | 0.680 | 126 | 0.558 | 88 0.988 | 1 0.980 | 73 0.193
Nepal 101 | 0.680 | 101 | 0.623 [ 133 | 0.895 | 131 | 0.966 | 59 0.227
Bhutan 131 | 0.635 | 130 | 0544 | 116 | 0.954 | 144 | 0.960 | 132 0.082
Maldives 123 0.646 | 131 0518 | 1 1.00 147 0.953 | 115 0.111
BD, WEFs, 2018 | 48 0.725 | 133 0.441 | 116 0.980 | 117 0.969 | 5 0.26
BD, WEFs, 2015 | 64 0.704 | 130 [ 0.462 | 109 | 0.948 | 95 0.971 | 8 0.433
BD, WEFs, 2006 | 91 0.627 | 107 | 0.423 | 95 0.868 | 113 | 0.950 | 17 0.267

According to WEFs Report in 2020 (Table 4.18 ) Bangladesh has been toped
country in the ranked among its South Asian nationals by performing the best in taking
alone gender gap. Bangladesh secured 72.6% of its overall gender gap and attained 50th

position out of 153 countries globally, shown strong performance of the political

® The Constitution, “There Shall be Equality of Opportunity for All Citizens in Respect of
Employment or Office in the Service of the Republic”, The Constitution of the People’s Republic of
Bangladesh, Act No. of 1972: Article 29 (1).

"IWPR, “The Gender Wage Gap by Occupation”, Institute for Women’s Policy Research, 2019

® Mohammad Azizur Rahman, and Mohammad Rafiul Azam Khan, “Investigating the Effect of
Women’s Position in the Banking Sector of Bangladesh”, International Journal of Social Sciences
and Management, Nepal, Vol. 7 (4): 191-197. DOI: 10.3126/ijssm.v7i4.32483.
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empowerment (scored of 54.5%, 7th) over the 50 years of its independence. In the
financial sphere, as of 2018, 38% of adult women were part of the labor force (up from
34% in 2017), comparing with 84% of men.

Table 4.19: Global gender gap, world economic forums (WEFs, 2020)

Country Labor Force Legislators, Sr. Professional and
Participation (%) officials and managers | technical workers (%)

Female Male Female Male Female Male
Bangladesh (BD) 38.1% 69.9% 11.4% 88.6% 29.7% 70.4%
India 24.8% 81.6% 13.7% 86.3% 30.3% 69.7%
Pakistan 25.2% 84.5% 4.9% 95.1% 23.3% 76.7%
Sri Lanka 38.2% 77.1% 28.4% 71.6% 49.0% 51.0%
Nepal 84.7% 86.3% 18.4% 86.6% 37.5% 62.5%
Bhutan 60.7% 76.8% 18.5% 81.5% 32.8% 67.2%
Maldives 43.7% 84.6% 19.6% 80.4% 49.3% 50.7%
Norway 75.2% 79.2% 35.6% 64.4% 52.6% 47.4%
Canada 75.1% 81.9% 35.5% 64.5% 57.6% 42.4%
USA 66.8% 77.7% 40.7% 59.9% 52.9% 47.1%

Table 4.19 shows that in Bangladesh female 38.1% of labor force participation,

11.4% of sr. Officials and managerial position and ~30% of professional and technical

workers according to WEFs Report 2020. In South Asian region Sri Lanka, and

Maldives women positions are remarkable. Norway, Canada and USA secured the

significant rank of women’s participation.

Table 4.20: Overall leadership effectiveness by gender position (percentile scores) and in EU

Position Male Female
Top Management, Executive, Senior Team Members, 57.7% 67.79
Reports to Top Management, Supervises Middle Managers
Managers 48.9% 56.2%
Senior Front Line Manager, Foreman 52.5% 52.6%
Individual Contributes 52.7% 53.9%
Others 50.7% 52.0%
Total 51.3% 55.1%
Women Managerial Position in EU (in percentage) Male | Female
Managers 63% 37%
Board Members 2% 28%
Senior Executives 82% 18%

Source: Zenger Folkman Inc., 2011
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Figure 4.12: Overall leadership effectiveness by gender position

Table 4.20 and Figure 4.12 explains that overall leadership effectiveness by
gender position whereas female 67.7% (percentile) at the top and completely 55.1%. On
the other hand, it is evident that women in EU 7% of managerial position.

Table 4.21: Top five countries with highest and lowest % of women in managerial positions

Highest Women Managerial Position Lowest Women Managerial Position
Rank Country Percentage (%0) Rank Country Percentage (%0)

1 Jamaica 59.3% 1 Pakistan 3.0%

2 Colombia 53.1% 2 Algerai 4.9%

3 Saint Lucia 52.3% 3 Jordan 5.1%

4 Philippines 47.6% 4 Bangladesh” 5.4%

5 Panama 47.4% 5 Qatar 6.8%

Source: ILO, 2015(www.weforum.org, 2015)

Besides, found the managerial position found in the USA 42.7%, New Zealand
40%, UK 34.2%, Canada and Australia 36.2%. Bangladeshis women™ are now become
managers in business than the earlier which was 5.4% were chief executives of the
largest companies in the world (www.weforum.org, 2015). It is observed in the
Dominican Republic country (Caribbean) with the 55.8% (highest) of female employees
contributing the senior and mid-level managerial roles. On the other, Jamaica ranked at
the top with 59.3% (highest) of women managers followed by Colombia with 53.1%

and Yemen ranked late one with 2% of women managers according to 1LO (2015).°

® Report, World Employment and Social Outlook: The Changing Nature of Jobs- Trends 2015, ILO, Geneva.
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Table 4.22: Employed population by broad economic sector (2016-2017)" and Statistics of
Civil Officers and Staff in the ministries and directorates by category 2010 (in percentage)

Employed and Broad Economic Sector Civil Officers and Staff (%)
Category Women Men Category Women Men
Agriculture 60% 32% Class-1 5% 7%
Industry 17% 22% Class-2 2% 3%
Service 23% 46% Class-3 72% 70%
Total 100.0 100.0 Class-4 21% 20%
Total 100.0 100.0

Source: Women and Men in Bangladesh: Facts and Figures 2018; BBS, 2019: SIDA, p.59

Table 4.23: Female and male employed in the banking sector of Bangladesh and women’s
position in the hierarchy of management (BB Report 2019: Gender Equity Status)

Category Female Male Women’s position
Six State-owned Banks 7,262 (16.42%) 42,788 (83.58%) Top Mid Low
Three Specialised Banks 1495 (0.88%) 10,670 (99.12%) 8.4% | 15.30% | 15.48%
Forty Private Banks 16,076 (18.33%) 87,711 (81.67%) Banks’ Board Level
Foreign Banks 938 (31.96%) 2,935 (68.04%) Women’s Position was
Overall employed 25,771(17.88%) 1,44,104 (82.12%) 13.34%
Previous year 2018 24,991 (17.45%) 1,43,201 (82.55%0) Less than the year 2019
Growth (2018-2019) 780 (0.43%) 903(0.43%) => Slightly increased
Non-Bank Institutions 16% 86%

Source: BB: (January-June, 2019), published 27 September 2019; compiled by researcher

Table 4.23 shows overall 17.88% of women employees serving the banking
sector of Bangladesh. Female in the private banks was of 18.33% and foreign banks
31.96%. Below the average percentage of women’s participation in specialized banks
was 0.88%. On the other hand, it has observed that 16% of female employees in the
non-banking financial institutions. BB figures showed that women existence at banks’

top level jobs was 8.49% and ratio of women in the banks’ board was 13.34%.

The proportion of women in the management position in the EU is 37% (Table
4.21). Jamaica holds the highest position 59.3% of women in the management structure
of companies and the lowest management position is occupied by 5.4% of
Bangladeshi’s women.™* According to the Global Gender Gap, Bangladesh ranks 11.4%
of women at the senior level and 6.6% of men.*? The total number of female employees
in the banking sector of Bangladesh is 17.88%. Women accounted for 18.33% in private
banks and 31.96% in foreign banks. The average percentage of women's participation in

®Women and Men in Bangladesh: Facts and Figures 2018; BBS, 2019, SIDA: 59

" ILO, “Top Five Countries with Highest and Lowest of Women in Managerial Positions”
www.weforum.org, 2015.

12 Global Gender Gap, World Economic Forums (WEFs), 2020.
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specialized banks was 0.88%. On the other hand, it has been observed that non-banking
financial institutions have 16% female employees. BB statistics showed that the
presence of women in top level jobs in banks was 8.49% and the proportion of women
on the boards of banks was 13.34%. (BB Report 2019)."* The present study sought to
explore the effective causes of glass ceiling in influencing the motivation of women in

the banking sector in Bangladesh.

4.2.3 Research Questions and Data Analysis of the Glass Ceiling Phenomenon

This section (Section: 4.2) outlines the process of analyzing the primary data collected
from survey with the application of inferential statistical tools for finding answers of
research questions set for the study. Analysis has been organized in line with the
sequence of research questions.

a. What causes pay discrimination in Banks?
b. Does gender affect glass ceiling in Banks?
c. Does the nature of banks affect glass ceiling?

4.2.4 Developing Hypotheses on Glass Ceiling Composition

Hoi:  There is no significant difference between gender and equal importance in the
bank.

Ho2:  There is no difference between the nature of bank and equal treatment of male
and female employees in the bank.

Hos:  There is no significance difference between gender and pay discrimination in the
banking sector.

Hos:  There is no significant relationship between designation and pay discrimination
of the male and female employees in the bank.

HO05: There is no difference between the type of bank and pay discrimination in the
banking sector.

Hos:  There is no difference between present pay and discrimination of the both male
and female employees in the banks.

Hos:  There is difference between gender (male and female) and glass ceiling in case
of assigning vital post in the banking sector of Bangladesh.

Ho7:  There is no difference of logistic support provided regarding glass ceiling
phenomenon in the bank.

Hos:  There is no relationship of advancement in case of glass ceiling phenomenon in
the banking sector.

13 BB Official, The Asian Age, 26 April 2017.
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Hoo:  There is no association of discrimination in recruitment and selection regarding
glass ceiling phenomenon in the bank.

Hoiwo:  There is no difference between gender and delegation of authority in the banking
sector of Bangladesh.

Ho11:  There is no difference assigning women in the vital post and glass ceiling
phenomenon in the bank.

Ho12:  There is no relationship difference between the nature of bank and glass ceiling
phenomenon.

The main objective of the section 4.2 is to investigate the effective factors of

glass ceiling phenomenon on employee motivation in the banking sector of Bangladesh.

a. ldentify the factors accountable for pay discrimination in Banks.
b. To examine whether gender affects glass ceiling in Banks.
c. Toinvestigate how nature of banks affect glass ceiling.

In the above demographic profile (Table 4.1: Demographic Profile), regarding
400 employees in identified area where the percentage of male and female are 83.5%
and 16.5% respectively. Most of the 222 employees (55.5%) are between the ages of 31-
25. The proportionate between types of bank are 80% and 20% of the respondents being
come from public banks and private banks respectively. Most participants (83.5%; 'yes'
section) agreed with the statement of equal importance. Employees (75.8%, ‘yes’
section) made their statement that female employees have decreased performance due to
additional family responsibilities. It has found that there is no pay inequality (98%, ‘no’
category). Work-related logistical support was evenly distributed (87.3% agreed). There
has no bias in the staffing process (73.25% agreed). There have some barriers to the
advancement of women in the organization structure (67.8% of the respondents agreed).
It has found that there is gender inequality in the gender cage (63.3% agreed). It has also

noted that bias has been created when scheduling an important post (55.3% agreed).

The following Table 4.24 summarizes the level of satisfaction among the
existing staff in the bank. The survey has been found that there is a lower level of
satisfaction with the appointment of women representatives (63.3%) as well as women

(55.3%) in significant positions.
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Table 4.24: Score matrix of high, moderate and low perception (> 50%) on female employee

Glass ceiling (Scale freq.) High | Moderate | Low Remarks

Job related logistic support | 87.3% 11.3% 0.3%

equally distributed Observed that female

employees working in
banks are  highly
satisfied with logistical

Observing barrier to women | 67.8% 25.5% 6.8%
advancement in the banking

Job support, growth and
— 5 5 5 ,

No.dlscrlmlnatlon |r.1 94% 6% 0% recruitment and

recruitment and selection selection policies.
Discrimination in the 6.3% | 305% |[633% | = Low level of
delegation of authority satisfaction and female
Problem to assign women 11.5% | 33.3% |[55.3% | staff face challenges in
employee in a vital post assigning delegates

and key positions.

4.2.5 Developing Logistic Regression Model for the Perception of the Respondents

Logistic Regression (LR) is well fit for describing and testing assumptions/ hypothesis
about the association between a categorical/dichotomous outcome variable (Yes, No) and
one more continuous estimator factors for the classified results. This regression does not
represent a linear relationship between two variables.'* In this model the Wald Statistic™
used to assess the statistical significance of the coefficient (B) value. If the Beta (j3)
coefficient value is positive and greater than Exp(B), the outcome will be effective i.e.,
Exp(B)>1. And if the value of B is negative, it represents less effective when Exp(B)<1.
The present study attempted to signify the information about perception of the banks’
employees through using the dichotomous variables and Likert scale. Thus, the LR model
applied in case of equal treatment and importance (El), female performance (FP) and pay
discrimination (PD) in the study (shown in the Table 4.25, 4.26, and 4.27).

4.2.6 Equal Importance (EI)

El indicates equal treatment of employees in the workplace. The present study seeks to
justify habits of equal importance to both male and female employees in banking

industry.

Y Serkan Akinci, Erdener Kaynak, Eda Atilgan, and Safak Aksoy, “Where Does the Logistic
Regression Analysis Stand in the Marketing Literature? A Comparison of the Market Positioning of
Prominent Marketing Journals”, Marketing Literature: 2005, Vol. 539: 34.
www.emaraldinsight.com/0309-0566.

> Franklin Adu-Gyamfi, “Prediction of Loan Default Using Logistic Regression: A Case Study of
Ahafo Ano Premier Rural Bank”, Master Thesis, 2016, Kwame Nkrumah University of Science and
Technology, Kumasi.
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The Table 4.25 stated that the glass ceiling of equal importance and do have a
strong relationship with each other (Wald p<0.05) and satisfied according to hypothesis.
Therefore, there has no impact on equal importance and gender (Hol been supported).
In the equation, the nature of the bank represents highly effective (since B was positive
and 5 times more important, Exp(B)=5.296, Wald p= 0.000) in case of equal treatment
of both male and female. There is an impact in equal importance and the nature of bank
regarding glass ceiling since Ho2 was not sustained. In the equation, it has also realized
that the women employee influenced by the type of bank (public and private).
Therefore, the equation, Y (EL Estimated) = -3.38 (constant) — 0.13+1.67-0.09

Table 4.25: Equal importance (EI) of male and female (Effective when Exp(B)>1)

Variables B S.E. Wald df Sig. | Exp(B) Remarks
Gender -0.13 | 0.404 | 0.096 1 0.757 | 0.882 Less effective and insignificant
Bank type 1.67 | 0.303 | 30.18 1 0.000 | 5.296 Significantly effective
Edu.qualicn -0.09 | 0.206 | 0.199 1 0.655 | 0.912 Less effective and insignificant
El Const. -3.38 | 0.803 | 17.74 1 0.000 | 0.034 Less effective but significant

NB: Variable(s) independent: Gender, type of bank, educational qualification (Edu. qua).
Dependent: Equal importance (EI constant). LB & UB stand for lower boundary and upper boundary

4.2.7 Pay Discrimination
Pay discrimination indicates the situations where employees are paid not in an equal rate

rather a discriminated ways in terms of gender or others.

The Table 4.27 supported the hypotheses model. It has observed that gender and
marital status are effective with the pay discrimination but not statistically significant
(respectively p 17.113 and £ 10.971; Wald p>0.05). There is no difference between male
and female in case of glass ceiling in the banking sector (Ho3 accepted). The
designation of the employees is the most effective factor in case of pay discrimination (5
1.191, Exp(B) =3.290>1 and Wald p-value 0.037<0.05). This is cause to accept the
alternative hypothesis and Ho4 is rejected. There has effectiveness between present
designation and pay discrimination in the bank. The nature or type of bank is less
effective with the pay but statistically significant (= -3.356, and p= 0.001<0.05, Ho5
not supported, Exp(B)<1). Thus there is a significant relationship between the nature of
bank and pay discrimination. On the other hand, it has been observed and the
significance difference between present pay and pay discrimination regarding gender
issue in the bank (since Ho6 been rejected). Educational background is ineffective in

case of pay. Experience as well as present basic pay is not effective with the pay
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discrimination. The equation may be Y (PD, Estimated) =-9.397 (constant) + 17.113-
0.091+ 10.971-3.052+1.91-5.356+18.3-8.101-2.177-0.02

Table 4.26: Model summary of pay discrimination

Step -2 Log Cox & Snell R Nagelkerke R Remarks
likelihood Square Square
1 35.683" 0.101 0.569 | ~57% variance explained

a. Estimation terminated at iteration number 20 because maximum iterations has been reached. Final
solution cannot be found

Table 4.27: Pay discrimination (PD) ‘yes’ category (effective when Exp(B)>1)

Pay discrimination (PD) ‘yes’ category (Effective when Exp(B)>1)

B S.E. Wald | df | Sig. [ Exp(B) Remarks
Gender 17.113 | 3874.88 | 0.000 | 1| 0.996 [ 2705+ Highly effective but
insignificant
Age (-0.091) 0.092 | 0989 | 1| 0.320 0.900 | Less effective and insignificant
Marital 10.971 | 11740.0 | 0.000 | 1| 0.999 | 58182 | Less effective and insignificant
Religion (-3.052) 1565 | 3.805| 1| 0.051 0.047 | Significant but less effective
< Desig 1.191 0570 | 4365| 1| 0.037 3.290 Significantly effective
2| NBank (-5.356) 1.601 | 11.19 1| 0.001 0.005 Significantly effective
%[ Location 18.300 | 1607.06 | 0.000 1] 0.991 8862+ Effective but insignificant
Edu.Qua. | (-8.101) | 1748.18 | 0.000 | 1 | 0.996 0.000 Not effective
BDip (-2.177) 0.882 | 6.097 1| 0.014 0.113 Significantly less effective
Experi -0.02 0.055 | 0.150 1| 0.699 0.979 | Insignificant and less effective
PBP 0.000 0.000 5.29 1| 0.021 1.000 Significantly not effective
Cons (PD) | (-9.397) | 13525.2 | 0.000 1| 0.999 0.000 Insignificantly not effective

a. Variable(s) entered on step 1: VarOl=Gender, Var02=Age, Var03= Marital Status,
VarO4=Religion, Var05.1= Designation (Desig), Var06= Nature of Bank (NBank), Var08.1=
Location (Loca), Var09.1= Educational Qualification (Edu. Quali), Var09.3=Banking Diploma
(BDip), Varl0=Experience (Experi) and Varll.1=Present Basic Pay (PBP)

b. Constant: Pay Discrimination (PD).

It is noted in Table 4.28 that the overall value of all factors is not negligible due to
p>0.05; that is, not all alternative estimates has been sustained. It is found that there is a
significant relationship between glass ceiling and assigning female in the vital post practices
in the banking sector (p= 0.048< 0.05; Ho7 null hypothesis rejected). The overall mean value
was 3.721 about extent level. It can be noted that there is no significant relationship of glass
ceiling and male and female (overall_GC, p= 0.463>a). Thus, there is an effect of glass

ceiling phenomenon in case of male and female in the sampled banks.

4.2.8 Glass Ceiling Perspective to Male and Female Issue

Hypotheses: There is no difference between male and female employees on receiving
logistic supports, advancement, recruitment and selection, DoA and assigning in the

vital post in Banks.
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Table 4.28: Glass ceiling phenomenon of male and female in the bank

Factors Male Female Levene's t-Test for Equality of Means
Mean | SD | Mean | SD MD t Sig. cnESy

Logistic supp. 3.898 | 0.357 | 3.879 | 0.329| 0019| 0408| 0683 En&E 5 2o
Advancement 3599 | 0.616 | 3.667 | 0.591 | -0.068 | -0.824 | 0.411 % 2 > E f;_’ f'_;
No discri_R&S 4145 [ 0510 | 4.136| 0426 | 0013 | 0199 | 0842 | o 22 & ?‘D= &
Disc_ DoA 3557 | 0626 | 3.636 | 0516 | -0.079 | -1.102 | 0273 | = S £8 % ;
Assig_vital post 3.407 | 0.695 | 3.600 | 0.656 | -0.184 | -1.981 | 0.048 % -E g § f:"_ (7
Overall_GC 3.721 | 0561 | 3.784 | 0.504 | -0.060 | -0.66 | 0.451 no °

NB: The Levene's test indicates the significant difference of F Statistics so the top line (equal variance
assumed) is appropriate for the explanation (p>.05). It reveals from the line that null hypothesis is true
(p>.05) thus accepted (Annexure I: Output Table 1-4). If p<.05 then the bottom line (equal variance not
assumed) is appropriate for explanation and thus the alternative hypothesis is accepted (Annexure I:
Output Table 5).

4.2.9 Glass Ceiling Perspective of Gender and Types of Bank

Hypothesis: There is no difference between male and female employees on receiving
logistic supports, advancement, recruitment and selection, DoA and assigning in the

vital post in regarding the nature of banks.

Table 4.29 noted that the p-values of all the elements are highly significant since
p<0.05; that is, all null hypotheses have been rejected (from Hog to Hoy3). Therefore, there
has highly association of especially advancement/promotion, recruitment and selection,
delegation of authority, assigning women in the important post regarding glass ceiling
phenomenon in the public and private bank. Hog is accepted. The overall average (mean)
value of a public bank was higher than that of a private bank. It is found that there has
disparity between the representatives of delegating authority in the case of female
employees (mean value of male and female was 3.653 and 3.238 respectively).
Employees of private bank opined that there is a problem in assigning women in a vital
post. The remaining other factors are observed positively concerned in the glass ceiling
phenomenon in the private bank of Bangladesh. There has highly significant effect of
glass ceiling in case of logistic support, advancement, recruitment and selection,

delegation of authority, assigning women in the vital post of the bank (p<0.05).
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Table 4.29: Glass ceiling phenomenon in the public and private banks

Factors Public Bank | Private Bank | Levene's Test for Equality of Means
Mean | SD | Mean | SD MD F Sig. Remarks on
mean
Logistic support 3.913 | 0.343 | 3.825 | 0.382 | 0.088 | 1.993 | 0.064 Existing
Advancement 3.672 | 0.556 | 3.363 | 0.750 | 0.309 | 4.129 | 0.001 significant

No discrimi_R&S | 4.234 | 0.467 | 3.800 | 0.461 | 0.434 | 7.466 | 0.000 | relationships

Discrimi_ DoA 3.653 | 0.544 | 3.238 [ 0.733 | 0.416 | 5.668 | 0.000 | among the factors

Assign_vital post | 3.575 | 0.614 | 2.888 | 0.712 | 0.688 | 7.936 | 0.000 | of glass ceiling in

Overall GC 3.810 | 0.505 | 3.423 | 0.608 | 0.387 | 5.438 | 0.010 the bank.

NB: MD = Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the Difference;
Sig. at 5% level of significance (2-tailed). The Levene's test indicates the significant difference
of F Statistics so the top line (equal variance assumed; (Annexure Il: Output Table Section 1) is
appropriate for the explanation (p>.05). It reveals from the line that null hypothesis is true
(p>.05) thus accepted. If p<.05 then the bottom line (equal variance not assumed) is appropriate
for explanation and thus the alternative hypothesis is accepted (Annexure Il: Output Table
Section 2 to 5).

Table 4.30: Overall results of null hypotheses (H,)

NH p-value Remarks Impact/ relationship of glass ceiling factors

Hoi | p=0.757 (Table 3) | Accepted | No relationship exists between the gender and
equal treatment in the bank.

Ho. | p=0.000 (Table 3) | Rejected | There is a highly relationship of the nature of
bank and equal treatment.

Hos | p=0.997 (Table 4) | Accepted | No significance difference between gender and
pay discrimination in the bank was observed.

Hos | p=0.042(Table 4) | Rejected | There has a statistically significant difference
between designation and pay discrimination
regarding glass ceiling in banks.

Hos | p=0.013(Table 4) | Rejected | Glass ceiling does have an impact on the nature
and type of bank regarding pay discrimination.

Hos | pP=0.021(Table 4) | Rejected | There is a significant relationship of male and
female employee regarding pay discrimination
in the banking organization.

Ho; | p=0.048(Table5) | Rejected | There is a significant difference between
gender (male and female) and glass ceiling
phenomenon in case of assigning vital post in
the banking sector.

Hos | p=0.064 (Table 6) | Accepted | There has a highly relationship  of

Hos | p=0.000 (Table 6) | Rejected | advancement, recruitment and selection,

How | p=0.001(Table 6) | Rejected | delegating authority, assigning vital post, and

Ho: | p=0.000(Table 6) | Rejected | nature of bank regarding glass ceiling

Ho, | p=0000(Table6) | Rejected | phenomenon in the banking sector observed
Hos | p=0.010(Table6) | Rejected | (oo Hy,4). Null hypothesis is supported (HO8).
Thus there is no difference of logistic support
in terms of glass ceiling phenomenon in the
bank.
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4.2.10 Impact of Glass Ceiling on the Motivation in the Banks
Developing regression model in case of glass ceiling

Ho: There is no significant effect of glass ceiling on employee motivation

Regression Coefficients®

Unstandardized Standardized
Model Coefficients Coefficients t Sig. Remarks
(B) Std. Error Beta
(Constant) 0.713 0.259 2.758 | 0.006 | 0is rejected
Glass ceiling 0.750 0.063 0.510 [ 11.817 | 0.000

a. Dependent Variable: Employee Motivation;

b. Predictors: (Constant), Glass ceiling
c.R°=0.51

d. Durbin-Watson Value 1.673 ( within 0< 2.0)

Therefore, there is a significant (p-value is 0.000<0.05; Hy is rejected) impact of
glass ceiling on the employee motivation in the banking sector.

Histogram Normal P-P Plot of Regression Standardized Residual
Dependent Variable: Employee_Motivation o Dependent Variable: Employee_Motivation
u>. ‘i-E- 06
S
° -4 w - - ° UOU 0!2 Bl4 DIS OIE 10
Regression Standardized Residual Observed Cum Prob

Figure 4.13: Histogram of glass ceiling and Figure 4.14: P-P plot of glass ceiling and

motivation motivation

4.3 Discussion on Findings

Motivation is complex to determine its level. This study (section 4.1) found from the
empirical analysis based on demographic outlined that the most effective factors age,
present designation, first joining designation have been explored and strongly associated
with employee motivation in the banking sector of Bangladesh. On the other hand, The
study (section 4.2) found that there has no difference in the types of bank, salary or
equal treatment of both men and women. Women are divided when it comes to
appointing them to important positions, delegating authority, moving to the top at
workplace. Finally, the researcher found a strong effective factor in influencing the
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women while assigning in a vital post as the cause of the demotivation of female
employees in banks.

The researcher found that the overall glass ceiling of public banks is higher than
that of private banks. It should be concluded that identifying the availability of sampled
banks can re-evaluate the three factors by determining particularly important
assignments, inequality in DoA and prospects for advancement for female employees
thereby increasing employee satisfaction and motivation. This is why; female employees
are relegated to the banking organization. For overcoming the challenges regarding
glass ceiling women currently know better and how they fight for that. In recent times,
women represent 49.6% of the world's working people. If so, a 26% contribution to
income will be added to GDP by 2025. It is expected that women's participation in the
job market have increased since the rate rose to 4% in 1974, but it has been found to be
35.6% in 2016.° Now women are able to move forward with strong enrichment and
confidence, eliminating mental stigma and stereotyped mentality adapting with male
staff. It is expecting that women have broken down in their careers concerned in “Glass
ceilings” by developing their distinctive characters and overcoming household burdens.
Women still refer to career advancements as balanced work and personal life as a

common struggle.*’

® www. https: //idlc.com/
" Nancy K. Weidenfeller, “Breaking through the Glass Wall: The Experience of Being a Woman
Enterprise Leader”, Human Resource Development International, 2012, Vol. 15(3):365.
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Chapter Five
Employee Satisfaction and Motivation

Introduction

Management is an art of getting things done through deploying human resources in the
organization. Motivation activates or energizes people and assists them to sustain dynamic
role in the workplace. With a view to reaching the predetermined goal of organization,
motivation is highly essential. It increases morale and productivity of the existing
employees. For creating favorable outlook among employees about the banking industry,
motivation and its role in management functions very effective tools. Banking sector of
Bangladesh can concentrate, remove and hindrances standing way of changes so that
motivation supplements the interest, enthused and diligent employees. This chapter
contains the level of satisfaction, maintenance and motivational factors, and job
characteristics (JCM). The chapter study has attempted to determine the different factors

of satisfaction through the perception of that influence the behavior of existing employees.

This chapter is divided into three main sections included satisfaction, job
characteristics model, and hygiene and motivating Factors. Descriptive and inferential
statistics have been used to analyze the data. Moreover, the chapter has constructed the
individual and latent variable to explore the effective factors influencing employee
satisfaction and motivation. Finally the multiple regression has also been developed in
case of showing the relationship between the dependent (satisfaction) and independent
(job characteristics, hygiene and motivational) variables. The aim of the chapter is to
determine the factors of motivation through satisfaction among the bank employees

(representing the study objective number 3).
Before going to the main focus of this chapter five, the followings are to be conceived:

5.1 Relationship between Motivation and Satisfaction

Motivation as well as work-satisfaction measurement elements are not one. Since job

satisfaction is mainly evaluated by the work environment and the facilities provided by
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the banks and by the surrounding conditions. Motivation creates an extra work

satisfaction effort. In fact, motivation and job satisfaction are intimately linked.

Motivation and job satisfaction are closely related to each other. Motivation is
very much important to acquire job satisfaction. That’s why, many people take these
two terms as synonymous. Motivation is the key factor of action and refers to the drive
and effort to satisfy a want or goal. It is the recreation of an employee’s sentiment to
his/her job. When an employee can concentrate himself/herself on his/ her own business
in a fair condition it is referred to as motivation. Satisfaction refers to the pleasure
experienced when a want is fulfilled. In a short, motivation involves a drive toward and
outcome, and satisfaction is the outcome already achieved. Motivation denotes to
encourage the employee by satisfying them their financial and some other amenities. It
makes or compels the employees to be (intently) keenly attentively as well as self-
sacrificing. This is how, motivation - job satisfaction, both of these work as well

instigation for each other in a positive way.

The measuring elements of inspiration (motivation) as well as job-satisfaction are
not same. Because, the job satisfaction is evaluated largely by the working environment
and the facilities (amenities) given by the organization and itself surrounding
circumstances. Motivation creates an additional job satisfaction attempt. In fact,

motivation as well as job satisfaction is related inseparably to each other.

5.2 Pay and Motivation

It is true that money plays an important role in motivating employees. But this is
not an obvious fact. Herzberg and his associates (1959)" proved that money is an
incentive indicator which occupies sixth position in human needs. The higher order
needs such as need for recognition, appraisal, power, status/ego/esteem etc., cannot be
met by financial incentives only. These needs can be fulfilled by ensuring non-financial
incentives or satisfying those needs. Job security, due time promotion, performance

appraisal, rewards, job characteristics and other factors like skill variety, task identity,

! F. Herzberg “Motivational Theory”, Retrieved on 16.10.10 from http://www.envisionsoftware.com/
articles/Herzberg_Motivational_Theory.html.
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task significance, autonomy, job feedback, participation, fringe benefits, leaves in
different categories, retirement facilities etc. are referred as non-financial incentives.?*
In this case the sustainable motivation could be possible to adopt by the banking

organization as well.

The main focul points of this chapter have been discussed in the following manners:

5.3 Employee Satisfaction

In this section researcher has examined the different factors influencing employee

satisfaction and motivation.

5.3.1 Descriptive Statistical Analysis of Different Allowances in the Banks

Employee satisfaction influenced by different factors in the workplace. Banks are
providing or entertaining salaries along with allowances for which the level of
satisfaction influences. This section has observed following factors of satisfaction, and

job characteristics that are the practiced by the banks.

Table 5.1: Travelling allowance (TA) with the salary

Perception Freq. % Remarks

Surveys from the Table 5.1 shows that 100% of

es 400 100.0 employees get TA.

Table 5.2: Lunch allowance (LA) with the salary

Perception Freq. % Remarks

Yes 369 92.3 The researchers found (Table 5.2) that 92.3% of
No 31 7.8 respondents received a luncheon allowance with a
Total 400 100.0 | (maximum) salary.

Table 5.3: Medical allowance with the salary

Perception Freq. % Remarks
\N(gs 480 108 0 The cent percent of the participants got medical allowance
Total 200 | 1000 | (Té0le53)

2 Neeru Malhotra, Pawan Budhwar, and Peter Prowse, “Linking Rewards to Commitment: An
Empirical Investigation of four UK Call Centres”, In International Journal of Human Resource
Management, Routledge: Taylor & Francis Group, 2007: 2095-2127.

¥ Nancy H. Shanks, “Management and Motivation”, In Introduction to Healthcare Management, 3rd
edition (United States: Jones & Bartlett Learning 2007): 2098.
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Table 5.4: Child education allowance

Perception Freq. % Remarks
\N(gs ;gg 2;2 Table 5.4 elucidates that 62.5% of the respondents
Total 200 100.0 received child education allowance.
Table 5.5: Increment
Perception Freq. % Remarks
i 0,
Yes 400 100.0 Table 5.5 explains that 100% of the respondents got
increment.
Table 5.6: Type/Time of increment
Perception Freq. % Remarks
Yearly 355 88.8 | It was observed (Table 5.6) that 88.8% of the
Yearly  based 45 11.3 | respondents (public bank) entertained yearly increment
on performance and remaining employees of private bank limited got
Total 400 100.0 | increment yearly but performance based.
Table 5.7: Number of yearly festival bonuses
Times Freq. % Remarks
2.00 60 15.0
2.25 323 80.75 | Table 5.7 shows that 80.75% of the participants received
3.00 17 4.3 | festival bonuses from the banks.
Total 400 100.0

Table 5.8: Number of incentives received in the last year

Times of incentives Frequency | Percent | Times of incentives | Frequency | Percent
0.00 85 21.3 3.00 178 44.5
1.00 17 4.3 3.25 71 17.8
1.50 1 0.3 3.25 1 0.3
2.00 24 6.0 4.00 1 0.3
2.25 1 0.3 5.00 20 5.0
2.50 1 0.3 Total 400 100.0

It is being observed (Table 5.8) that banking industry provide the incentives

year-wise or performance based at the end of the fiscal years. It may vary as the policy

of the respective bank either state-owned nationalized or public limited bank in

Bangladesh. Employees are entertained the incentives based on the earning profits.

Table 5.9: Handsome salary structure

Perception Freq. % Remarks

Yes 379 948 | It was noticed that about 95% (Table 5.9)
No 17 4.3 | employees enjoyed their pay structure and were
Unknown 4 1.0 | satisfied.

Total 400 100.0
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Table 5.10: Working hours

Perception Freq. % Remarks
Less than 8 hours 1 0.3 | It was made clear by almost a percentage of the
10 hours or more 399 | 99.8 | employees (Table 5.10) that they had to stay in
Total 400 | 100.0 | serving for more than ten hours.
Table 5.11: Stress in the job

Perception Freq. % Remarks
Yes 351 | 87.8 | Table 5.11 explicates that about 88% of the
Somewhat stressed 49 | 12.3 | respondents felt stress in their job.
Total 400 | 100.0

Table 5.12: Impact of banking diploma on promotion
Perception Freq. % Remarks
Yes 380 95.0 | Table 5.12 made clear that 95% of the employees in the
No 20 5.0 | banking sector of Bangladesh disclose their opinion that
Total 400 | 100.0 | the promotion depends on banking diploma especially in

the state-owned bank.

From the above (Table 5.1 to 5.12; direct answered by the respondents) it has been
found that the banks are providing the allowances such as TA, DA, medical, child

education, incentives, influencing existing employees’ satisfaction. On the other hand,
respondents reported that the working hours are higher than the normal working hours
of other organizations. They are to face the stress in the job. Employees of the
nationalized banks (public banks) opined highly about the impact of banking diploma
for their upgradation.

5.3.2 Examining the Satisfaction Level

The study has measured the employees’ perception regarding satisfaction (Table 5.15 to
5.20) on present pay, staffing, financial benefits, promotion, transfer and leave policies,
as well as career development and prospect.

Table 5.13: Satisfaction level of present salary (PS)

Perception Freq. % Remarks

Dissatisfied 1 0.3 | The study (Table 5.13) observed that majority i.e.,
Moderately satisfied 106 | 26.5| 71.3% of the employees felt satisfaction on their
Satisfied 285 | 71.3 | salary. On the other hand, approximately 27% of
Strongly satisfied 8 2.0 | the employees moderately satisfied with their
Total 400 | 100.0 | present salary they paid.

Table 5.14: Satisfaction in recruitment and selection (R &S)

Perception Freq. % Remarks

Moderately satisfied 20 5.0 | It has been apparent (Table 5.14) that 88.5% of the
Satisfied 354 | 88.5 | respondents pleased with recruitment and selection
Strongly satisfied 26 6.5 | methods and policy.

Total 400 | 100.0
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Table 5.15: Satisfaction on financial benefits (FBSs)

Perception Freq. % Remarks

Dissatisfied 2 0.5 | It is being observed (Table 5.15) that 69.8% of the
Moderately satisfied 115 | 28.8 | employees satisfied with financial benefits as they
Satisfied 279 | 69.8 | enjoy. About 29% employees are judiciously
Strongly satisfied 4 1.0 | satisfied regarding the financial benefits.

Total 400 | 100.0

Table 5.16: Satisfaction on promotion and transfer policy (P &T)

Perception Freq. % Remarks

Strongly dissatisfied 1 0.3 | From the Table 5.16 it is estimated that the
Dissatisfied 57 | 14.3 | majority of the employees of the sampled banks
Moderately satisfied 176 | 44.0 | moderately satisfied and generally satisfied with
Satisfied 161 | 40.3 | the prevailing promotion and transfer policy.
Strongly satisfied 5 1.3

Total 400 | 100.0

Table 5.17: Satisfaction on leave policy (LP)

Perception Freq. % Remarks

Dissatisfied 2 0.5 | The survey (Table 5.17) found that 54.3% and
Moderately satisfied 217 54.3 | 44% of the participants moderately and generally
Satisfied 176 44.0 | satisfied with the existing holiday policy existence
Strongly satisfied 5 1.3 | in the banking industry of Bangladesh.

Total 400 | 100.0

Table 5.18: Motivation on career and development paths

Perception Freq. % Remarks

Dissatisfied 5 1.3 | It has been observed (Table 5.18) that majority
Moderately satisfied 158 | 395 |ie, 55.8% generally and 39.5% moderately
Satisfied 223 | 558 | satisfied of the employees on career and
Strongly satisfied 14 3.5 | development paths they enjoyed in banks.

Total 400 | 100.0

5.3.3 Overall Satisfaction Score on Employee Perception

Table 5.19: Score of high, moderate and low job satisfaction level (>200, or 0.50%)

Factors High Moderate Low Remarks on scenario

PS 293 (73.3) 106 (26.5%) 1(0.3) . P
R&S 380 (95%) 20 (5%) 0 (0%) Employe;zs are g((aglcr;g Saélf:féed in
FBs 281(70.8%) | 115 (28.8%) 2 (0.5%) €ase ot pay, Rees and Fos.
P&T 166(41.3%) 176" (44%) 58 (14.6%) “¥“Moderately satisfied with
LP 181 (45.3%) | 217 (54.3%) 2 (0.5%) promotion and leave policy.
CD 237 (59.3%) 158 (39.5%) 5 (1.3%) Higher level satisfaction with CD.

It has been observed from the above analysis that the existing employees of the

bank confirmed positively the satisfaction about the current pay, recruitment and

selection, financial facilities. Employees are moderately satisfied about promotion and

transfer, and leave policies (Table 5.13- 5.19).
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5.3.4 Bivartiate Analysis on Satisfaction Level of Banks’ Employee

Table 5.20: Bivariate analysis of satisfaction by crosstabs

Perception on
Satisfaction

Type of Bank

Public

| Private

Chi’-test and Fisher’s Exact p-
value

Satisfaction on present salary/pay (PS)

Dissatisfied 0 (0%) 1 (1.25%)
Moderately 82 (25%) 24 (30%)
Satisfied 234 (73.13%) 51 (63.75%)
Strongly satisfied 4 (1.25%) 4 (5%)

Observed that p=0.045, alternative
hypothesis (H,) has been adopted.
An association exists.

Satisfaction on recruitment & selection (R & S)

Moderately 13 (9.38%) 7 (8.75%) | Relationship ~ of  satisfaction
Satisfied 282 (77.66%) 72 (90%) | between R & S and type of bank
Strongly satisfied 25 (7.81%)) 1 (1.25%) | sustained (p=0.02).
Satisfaction on financial benefits respective banking organizations
Dissatisfied 1 (0.31%) 1(1.25%) | H, not supported (p=0.39).
Moderately 87 (27.19%) 28 (35%) | Association  exists  between
Satisfied 229 (71.56%) 50 (62.50%) | financial benefits and bank type.
Strongly satisfied 3 (0.94%) 1 (1.25%)
Satisfaction on promotion and transfer policy of the sampled banks

Strongly Dissatis. 1 (0.31%) 0 (0%)
Dissatisfied 52 (16.25%) 5 (6.25%)
Moderately 131 (40.94%) 45 (56.25%)

Satisfied 132 (41.25%) 29 (36.25%)

Strongly satisfied 4 (1.25%) 1(1.25%)

There is highly relationship in
case of satisfaction between
promotion policy and nature of
bank (p-value 0.05).

Satisfaction on leave policy of the sampled banks

Dissatisfied 2 (0.63%) 0 (0%)
Moderately 175 (54.69%) 42 (52.50%)
Satisfied 139 (43.44%) 37 (46.25%)
Strongly satisfied 4 (1.25%) 1(1.25%)

H, not confirmed (p=0.79). There
is no relationship in case of
satisfaction between leave policy
and nature of bank.

Motivation regarding banking career & development (CD) paths

Dissatisfied 5 (1.56%) 0 (0%)
Moderately 122 (38.13%) 36 (45%)
Satisfied 183 (57.19%) 40 (50%)
Strongly satisfied 10 (3.13%) 4 (5%)

No positive relationship regarding
motivation between CD and bank
type since p=0.24.

5.3.5 Comparative Analysis on Satisfaction Level between Public and Private

Banks

In this sectin the researcher attempted to show the comparison regarding the factors of

employee satisfaction of the banks through using the Levene’s Test of Means.

106




Employee Satisfaction and Motivation

Table 5.21: Status of satisfactionl between public and private bank

Satisfaction Public Bank | Private Bank | Levene's Test for Equality of Means
on Mean | SD | Mean | SD | MD F Sig. Sig. diff.
Present pay 3.76 | 0.46 3.73| 057 | 0.03| 7.86 | 0.610 | Public>Private
R&S 4.04 | 0.34 392 0.31| 0.12 | 0.09 | 0.010 | Public>Private
Finan_ benefits 3.73 | 0.47 3.64| 053] 0.09| 7.52|0.120 | Public>Private
PromoTransfer 327 075| 3.33| 0.61]|-0.06| 6.26 | 0.010 | Private> Public
Leave policy 3.45|053| 349 0.53|-0.04| 0.01|0.910 | Private> Public
Career_developt 3.62 | 0.58 3.60| 0.59| 0.02| 0.36 | 0.800 | Public>Private
Overall_satis™ 365|052 362| 052| 003 3.68| 0.41 Not sig.

The survey from Table 5.21 shows that there is some difference of satisfaction
and motivation between the employees of both the banks. Overall, the average R&S
value of a public bank is higher than that of a private bank (MD is 0.03 and constant
in SD 0.52). Recruitment and selection (R&S; p=0.010) and promotion and transfer
policy (p=0.010) are statistically significant since p-value <0.05. In that case alternative
assumption (Ha) is statistically supported, thus, there is a highly association between

promotion and employee satisfaction.

5.3.6 Exploratory Factor Analysis of Employee Satisfaction

Table 5.22: Descriptive analysis of satisfaction on existing opportunities

Descriptive Statistics: Mean SD Test result
Present salary (Present_salary) 3.750 0.483 KMO0=0.834
Recruitment and selection (R&S) 4.015 0.339 ¥2=758.033
Financial benefits (Fin_benefits) 3.713 0.485 df.=15
Promotion and transfer policy (Promo_trans) 3.280 0.727 Sig.=0.000
Leave policy (leave policy) 3.460 0.533 N=400
Career and development paths (Career_deve) 3.615| 0.577 | Cronbach’s Alpha 0.81

Table 5.22 illustrates the adequacy of sampling KMO. KMO value 0.834 which
is suitable for EFA with Principal Component Analysis (PCA) method. Also, Bartlett's
Test of Sphericity is used to determine general multivariate distribution data. The output
is significant at p<0.05, which means that the level of satisfaction is fairly true in the
sampled banks. Employees were found be extremely satisfied with the recruitment and
selection policy. It is being observed that the employees are highly satisfied with

recruitment and selection policy (average value was 4.015).
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Table 5.23: EFA and total variance explained for satisfaction level of employees

Communalities: Satisfaction Total Variance Explained Remarks
and motivation Initial (1.00) Extraction Sums of on
Eigenvalues Squared Loadings | loadings
Components Extraction Total % of Total % of
Variance >) Variance
1. Promo_trans 0.658 | 3.09>1.00 51.459 3.088 51.459 | Loaded
2. Career_deve 0.480 0.930 15.463 - - | 51.50%
3. Leave policy 0.39~0.40 0.735 12.245 - -
4. Fin_ benefits” 0.335<0.40 0.475 7.909 - -
5. Present salary” | 0.300<0.40 0.438 7.306 - -
6. R&S 0.089<0.40 0.337 5.618 - -

“TExtraction < 0.40. Total variance explained and loaded covering (1) 51.50%
Compiled by author by using EFA with Principal Component Analysis (PCA).

Table 5.23 shows that the extraction values of the three components are > 40%

the communality between 1 and 3 components out of the six factors. There is only one

reason with Eiganvalues (satisfaction on promotion was 3.089) > 1.00. That is, this

component was loaded highly and of total variance interpreted as Eigenvalues for

employee satisfaction ~51.50% was covered. Thus, employees are not highly satisfied

with the promotion and the transfer policy in the banks. In addition, the policy makers of

banking institutions need to be considered for career developement, leave policy, and

financial benefits.

Eigenvalue

Scree Plot

1 2 4

Component Number

Figure 5.1: Scree plot of satisfaction factors
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Figure 5.1 shows the scree of Eigenvalues and illustrates two factors are forming
elbow-shaped and maximum percentage variation is explained in the graph. The top
three communalities have been procured to ensure maximum satisfaction among the

employees’ promotion, career development and leave policy are the most significant.
5.3.6 Measurement of SEM for Individual Factors of Employee Satisfaction

—~

/o
— >

~
N

Figure 5.2: SEM of employee satisfaction

Figure 5.2 shows the measurement of SEM of employee satisfaction factors
enjoying by public and private banks. The figure shows that the value of the coefficients
for estimating the latent variable (0.079). The average value of all factors (24 to 29) is

also displayed in SEM.

Table 5.24: Measurement for SEM of employee satisfaction

Particulars (Measurement) | Coef. | S.E | z | p>2 | 95% Conf. Interval

Employee satisfaction (Latent variable-LF) in the banking sector of Bangladesh

Var24 (Present_salary) <- |
1 (constrained)
_cons 3.75 0.024 | 155.54 0.000 3.703 3.797
Var25 (R&S) <-
0.35 0.104 3.37 0.001 0.147 0.556
_cons 4.015 0.017 237.1 0.000 3.982 4.048
Var26 (Fin_benefits) <-
1.33 0.365 3.63 0.000 0.610 2.043
_cons 3.713 0.024 153.2 0.000 3.665 3.759
Var27 (Promo_transfer) <-
2.229 0.612 3.64 0.000 1.030 3.428
_cons 3.28 0.036 90.40 0.000 3.209 3.351
Var28 (Leave policy) <-
1.12 0.299 3.73 0.000 0.530 1.705
_cons 3.46 0.027 130.2 0.000 3.408 3.512
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Var29 (Career_deve) <-

1.49 0.133 11.18 0.000 1.230 1.753
_cons 3.62 0.029 125.5 0.000 3.558 3.671
var(e.Var24) 0.154 0.023 0.114 0.208
var(e.Var25) 0.105 0.008 0.090 0.122
var(e.Var26) 0.097 0.038 0.045 0.209
var(e.Var27) 0.136 0.104 0.031 0.608
var(e.Var28) 0.184 0.029 0.135 0.252
var(e.Var29) 0.157 0.047 0.088 0.281
var (Emplo_satisfaction; LF) 0.079 0.024 0.043 0.144
cov(e.Var24,e.Var25) 0.008 0.008 1.02 0.308 -0.007 0.024
cov(e.Var24,e.Var29) 0.004 0.031 0.14 0.892 -0.056 0.064
cov(e.Var25,e.Var26) -0.006 0.010 -0.55 0.580 -0.026 0.014
cov(e.Var25,e.Var27) -0.017 0.015 -1.15 0.250 -0.047 0.012
cov(e.Var26,e.Var27) -0.059 0.061 -0.97 0.334 -0.179 0.061
cov(e.Var26,e.Var28) -0.004 0.029 -0.13 0.895 -0.062 0.055
cov(e.Var27,e.Var28) 0.030 0.050 0.60 0.546 -0.068 0.128
cov(e.Var28,e.Var29) 0.037 0.015 2.45 0.014 0.007 0.066

obs = 400; Estimation method = ml; Log likelihood = -1413.7181; LR test of model vs. saturated:
chi2(15) = 13.09, Prob > chi2 = 0.0003

The above Table 5.24 shows material on how the SEM is quantified by listing
the experimental variables with coefficient values of hidden factor Employee
satisfaction ($=0.079) are satisfaction on pay (=1 constrained), R & S (5=0.35,<1),
financial benefits (=1.33 i.e.,, >1), promotion and transfer (#=2.229,>1), HR leave
policy (f=1.12, >1), and career and growth path (5=1.49,>1. Stata is estimating the
model with the expected sample. The main part of output, the columns are equal to those
presented for regression model.

Rows represent options to standardized factor loading, cut off, and measurement
errors. The most important part of information in this part of the output is the standard
factor loading listed by the coefficients. The column listed and the conforming p-values
column listed in p> | z |. The p-values for all of the factor loadings are below the
representative cut-off of .05, leading to the rejection of the null hypotheses that the factor
loadings are equal to 0; hence, the loadings are statistically substantial. Their degrees need
to be deduced to assess their empirical significance.

The study received identical factor loads because latent variable and model
identfication were determined employee satisfaction that has been set to 1 to measure.
The homogeneous factor loading for promotion and transfer policy factor having
coefficient value 2.229 which is >1, denoting the standard deviation booms in
satisfaction leads to a 2.229. The most important component of SEM is employee
promotion and transfer for employee satisfaction.
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Coefficient values of other factors close 1 or, >1 to effectively lead the model.
Transfer the less effective factor to the model as the remainder of HR with beta

coefficient is 0.35 <1

In the measurement chi-square value, ¥* (15) = 13.09, Prob > chi? = 0.0003, is
extremely statistically significant (p-value <0.05) demonstrating the model replicates the
observed co-variance among all. The null hypothesis (Ho) in case of model fits. The p-value
of 0.000 is less than 0.05 stating that the null hypothesis is not. The overall model fits
exceptionally well meaning that the latent variable quantified as employee satisfaction
highly complementary to the all factors applied to extent it. The production also provides
with »* 13.09, with the df 15, and the significance of the y’test (i.e. p<0.001).Thus,
Employee Motivation = f (Employee satisfaction). There is correlation between satisfaction
and employee motivation in the sampled banks (developed from Table 5.24).

Table 5.25: Structural path analysis of satisfaction and motivation

Hypothesized Structural Path p-value | Coeff Relationship Remarks

Motivation«— Satisfaction 0.000 | 0.079 Ha; sustained Highly related

It can be confirmed that there is highly relationship between satisfaction and motivation

among the bank employees since p-value is <0.05 (Table 5.25).

5.3.7 Effect of the Designation on Employee Satisfaction in the Banks

Employees are influnced by the status they enjoy in the banks. This study has examined

empirically the effect of designation for which employees behave in the work palce

performance (Table 5.26-5.31). The Chi? test statistic and Fisher’s exact p-value have

been used to justify the effect of the factors related to job satisfaction.

Table 5.26: Satisfaction level with present salary * present designation (equivalent)

Count Supervisor Officer SO PO | SPO AGM DGM GM Total

D 0 0 0 1 0 0 0 0 1
MS 3 45 36 16 6 0 0 0 106
S 0 50 82 73 55 18 5 2 285
HS 0 0 1 2 4 1 0 0 8
Total 3 95 | 119 92 65 19 5 2 400

HD= Highly dissatisfied; D= Dissatisfied; MS= Moderately satisfied; S= Satisfied; HS= Highly satisfied

Remarks: Chi” test statistic and Fisher’s Exact p-value 0.000 which is < 0.05 i.e., significant. Thus, there
is strong relationship between present status/ designation and present salary provided by the banks.

111




Employee Satisfaction and Motivation

Table 5.27: Satisfaction in recruitment and selection * present designation (equivalent)

Count Supervisor Officer SO PO SPO | AGM DGM | GM Total

MS 1 10 4 3 1 1 0 0 20
S 2 84 107 82 60 14 4 1 354
HS 0 1 8 7 4 4 1 1 26
Total 3 95 119 92 65 19 5 2 400

HD= Highly dissatisfied; D= Dissatisfied; MS= Moderately satisfied; S= Satisfied; HS= Highly satisfied

Remarks: Chi test statistic and Fisher’s Exact p-value 0.000 which is < 0.05 i.e., significant. Therefore,

Table 5.28: Satisfaction level on financial benefits * present designation (equivalent)

Count Supervisor Officer SO PO SPO AGM DGM GM Total
D 0 1 0 1 0 0 0 0 2
MS 2 50 42 16 5 0 0 0 115
S 1 44 77 75 59 18 3 2 279
HS 0 0 0 0 1 1 2 0 4
Total 3 95 119 92 65 19 5 2 400

HD= Highly dissatisfied; D= Dissatisfied; MS= Moderately satisfied; S= Satisfied; HS= Highly satisfied

Remarks: Chi” test statistic and Fisher’s Exact p-value 0.000 which is < 0.05 i.e., significant.

Table 5.29: Satisfaction on promotion and transfer policy * present designation (Equi)

Count Super Officer SO PO | SPO | AGM | DGM | GM | Total
HD 0 0 1 0 0 0 0 0 1
D 2 25 24 6 0 0 0 0 57
MS 1 57 63 32 19 4 0 0 176
S 0 13 31 53 46 14 3 1 161
HS 0 0 0 1 0 1 2 1 5
Total 3 95 119 92 65 19 5 2 400

HD= Highly dissatisfied; D= Dissatisfied; MS= Moderately satisfied; S= Satisfied; HS= Highly satisfied

Remarks: Chi” test statistic and Fisher’s Exact p-value 0.000 which is < 0.05 i.e., significant.

Table 5.30: Satisfaction on leave policy * present designation (equivalent)

Count Supervisor Officer SO PO SPO AGM DGM GM Total

D 0 1 0 1 0 0 0 0 2
MS 3 76 79 39 16 4 0 0 217
S 0 18 39 51 49 14 4 1 176
HS 0 0 1 1 0 1 1 1 5
Total 3 95| 119 92 65 19 5 2 400

HD= Highly dissatisfied; D= Dissatisfied; MS= Moderately satisfied; S= Satisfied; HS= Highly satisfied

Remarks: Chi? test statistic and Fisher’s Exact p-value 0.000 which is < 0.05 i.e., significant.

Table 5.31: Motivation on career and development paths * present designation (Equi.)

Count Supervisor Officer SO PO | SPO AGM DGM GM Total
D 0 4 1 0 0 0 0 0 5
MS 3 65 61 21 8 0 0 0 158
S 0 26 56 67 54 16 3 1 223
HS 0 0 1 4 3 3 2 1 14
Total 3 95 119 | 92 65 19 5 2 400

HD= Highly dissatisfied; D= Dissatisfied; MS= Moderately satisfied; S= Satisfied; HS= Highly satisfied

Remarks: Chi? test statistic and Fisher’s Exact p-value 0.000 which is < 0.05 i.e., significant.
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It has been confirmed that there does have a direct and significant effect of the
present status or designation on satisfaction since p-value <0.05 (Table 5.26-5.31). So,

present status of banks’ employees influences the satisfaction and motivation.

5.4 Job Characteristics (JCM) Model and Employee Motivation

JCM may be considered for working design of a job smoothly performed by the staff. Job
Characteristics Model (JCM) recognizes the conditions required to give motivation for
existing employees in order to maximizing job performance. JCM suggests five core job
characteristics such as skill variety, task identity, task significance, autonomy and feedback
leading to the Critical Psychological States-CPS (i.e., work meaningfulness, responsibility
and results of actual work done) then increases positive behavioural performance as like-
high job performance and satisfaction or motivation.”

5.4.1 Statistical Analysis on JCM

Table 5.32: Skill variety for same position in the bank

Perception Freq. % Remarks

Strongly disagree 1 0.3 | From Table 5.32 the study found that 74%
Disagree 9 2.3 | (maximum) of the employees agreed
Moderately agree 65 16.3 | positively that the sampled banks created
Agree 296 74.0 | the position with skill varieties.

Strongly agree 29 7.3

Total 400 100.0

Table 5.33: Task identity due to job performance in the bank

Perception Freq. % Remarks

Moderately agree 24 6.0 | Table 5.33 shows that 68.5% (highest) of the
Agree 274 68.5 | respondents approved positively that task
Strongly agree 102 25.5 | identity affects the job performance practiced
Total 400 100.0 | in the sampled banks.

Table 5.34: Task significances due to do the job perfectly

Perception Freq. % Remarks

Disagree 2 0.5 | Table 5.34 explains that majority (53% and
Moderately agree 32 8.0 | 38.5%) of the participants positively
Agree 212 53.0 | approved that the sampled banks signified
Strongly agree 154 38.5 | the different tasks among employees.

Total 400 100.0

*J. Richard Hackman and Greg R. Oldham, “Development of the Job Diagnostic Survey”, Journal of
Applied Psychology, 1976, Vol. 93: 108-124, DOI: 10.1037/0021-9010.93.1.108
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Table 5.35: Autonomy of the job responsibility is available

Perception Freq. % Remarks

trongly di 20.

S_rongydlsagree 83 08 Table 5.35 shows 35.3% of respondents
Disagree 110 27.5 deratel 4 that iob i
Moderately agree 141 35.3 | moderately —agree at Job —autonomy
Aaree £9 148 practiced in the sampled bgnks_. It is also
Stgrongly agree 7 1.8 observed that freedom of doing job was not
Total 200 100.0 completely available.

Table 5.36: Job feedback from immediate authority

Perception Freq. % Remarks

Strongly disagree 1 0.3

Disagree 1 0.3 | From Table 5.36 researcher observed that
Moderately agree 12 3.0 67.3% (highest) of the respondents
Agree 117 29.3 | strongly approved that employees getting
Strongly agree 269 67.3 | feedback from immediate authority.

Total 400 100.0

5.4.2 Pearson Correlation among the Elements of JCM with Demographic

Outlines
Table 5.37: Pearson’s correlation matrix (N=400)
Variables 1 2 3 4 5 6 7 8
1. Skill variety (SV) 1
2. Task identity (T1) 0.283" 1
3.Task significant (TS) 02627 | 0504~ 1
4. Autonomy (Auto) 01707 | 0150 | 0.119 1
5. Job feedback (JF) 0.1507 | 0.2937 | 0.332" 0.087 1
6. Designation 02027 | 01327 01977 | 02717 0.104 1
7. Gender (-0.007) | (-0.024)| (-0.037)|  0.036| (-0.053) | (-0.099") 1
8. Type of bank 0.103"| (-0.078)| (-0.085)| 0.1017| (-0.047)| 0.084] (-0.071)[ 1

Table 5.37 shows that there is a concerned to positive correlation between
employee designation and JCM variables from 1 to 4 and 5 respectively at 50% and
10% level of significance (r = 0.202, r = 0.132, r = 0.197, r = 0.271, and r = 0.104). In
terms of gender there is only a positive correlation with job autonomy (r = 0.036), and
other factors (r = -0.007, r = -0.024, r = -0.037 and r = -0.053) are negatively related.
Again the significant positive relationship is observed between type of bank (public and
private bank) and skill variety (r=0.103) and autonomy (r = 0.101) at 10% level of
significant. Task identity (r = -0.078), task significance (r = -0.085) and job feedback (r
= -0.047) are very weak and negative relation with types of public and private bank. It
also observed that a significant relation exist between task significances (r = 0.504) and

task identity at 5% level of significance.
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5.4.3 Measurement of Motivating Potential Score (MPS) and Designation

In this section researcher has measured MPS involved in JCM and compared with
Officer Level (Supervisor to SPO) and Executive Level (AGM to GM) for showing the

satisfaction level of the job designed (characteristics) in the banks.

Table 5.38: Measuring MPS: (SV+TI+TS)/3*(Autonomy * Feedback) * Designation

Skill

Task

Task

Designation . . . L Autonomy | Feedback | MPS
variety | identity significance

Supervisor | Mean 3.333 4.000 3.667 2.333 5.000| 42.777
Std. Dev. 1.155 0.000 0.578 1.528 0.000

Officer Mean 3.737 4.158 4.179 2.358 4590 | 43.552
Std. Dev. 0.639 0.552 0.743 1.021 0.660

Senior Mean 3.815 4.160 4.269 2.277 4613 | 42.878
officer Std. Dev. 0.624 0.521 0.620 0.892 0.584

PO/EO Mean 3.913 4.163 4.283 2.370 4522 44.138
Std. Dev. 0.568 0.520 0.542 1.097 0.602

SPO/AVP | Mean 3.939 4.246 4.400 2.800 4,708 | 55.295
Std. Dev. 0.242 0.501 0.553 0.955 0.492

A. Overall officer level (Supervisor to SPO) MPS value 228.64

AGM Mean 4.105 4474 4.684 3.526 5.000| 77.950
Std. Dev. 0.459 0.513 0.583 0.772 0.000

DGM Mean 4.200 4.600 4.800 4.000 5.000| 90.667
Std. Dev. 0.447 0.548 0.447 0.000 0.000

GM Mean 4.500 4.500 4.500 4.000 5.000| 90.000
Std. Dev. 0.707 0.707 0.707 0.000 0.000

B. Executive level (AGM to GM) MPS value 258.62

Total Mean 3.858 4.1950 4.2950 2.4925 5.000| 51.294
Std. Dev. 0.573 0.527 0.632 1.033 0.000

Remarks: Officer level MPS is fewer than Executive level i. e., 228.64 <258.62; B>A

MPS

Officer and Executive

20 42,48

[ N N

260
255
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Figure 5.3: MPS between officer and executive

The Table 5.38 showing the average MPS value of supervisor 42.777, officer
43.552, SO 42.878, PO 44.138, SPO 55.295, AGM 77.950, DGM 90.667 and GM
90.00. It is also observed that average MPS value of higher level executives is greater
than that of lower level employees. Therefore, the higher level employees are more
satisfied than the lower level employees (Figure 5.3).
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5.4.4 MPS and Gender

The value of MPS has been compared with male and female employees for showing the

motivational perception.

Table 5.39: Measuring MPS *crosstabs by gender

Gender Sk.'” 'Tas!< . 'I_'a}sk Autonomy  Feedback MPS
variety identity  significance

Male Mean 3.859 4.201 4.305 2.476 4.644 47.392
Std. Dev. 0.587 0.536 0.636 1.053 0.587

Female Mean 3.849 4.168 4.242 2.576 4.561 47.997
Std. Dev. 0.504 0.483 0.609 0.929 0.558

Total Mean 3.854 4.185 4.274 2.526 4.603 47.695
Std. Dev. 0.546 0.510 0.623 0.991 0.573

The Table 5.39 shows that the scores of average MPS values relating to gender
(Average MPS value of male 47.392 and female 47.997) are almost same. This is why,
it can be said that there is no significant satisfaction difference between male and female

employees in the banks.

5.4.5 Comparison MPS between Public and Private Bank

Table 5.40: Measuring MPS *crosstabs by nature of banks

Type of bank vaS|I'<iI(aI'|cy i d-gﬁilifcy sign-irﬁzlgnce Autonomy  Feedback MPS
Public Mean 3.828 4.216 4.322 2.441 4.644  46.716
bank Std. Dev. 0.591 0.532 0.633 1.018 0.575
Private  Mean 3.975 4113 4.188 2.700 4575  50.542
bank Std. Dev. 0.477 0.503 0.618 1.072 0.612
Total Mean 3.902 4.165 4.255 2571 4,700  48.629

Std. Dev. 0.534 0.518 0.626 1.369 0.594

Figure 5.4: MPS between public and private banks
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Type of bank (Table 5.40) showing the result of MPS of public bank is 46.716 and
private bank is 50.524. Here, the MPS of private bank is more than public bank (Figure

5.4) implies that private bank employees are more satisfied than public bank employees.

5.4.6 Impact of MPS on Employee Motivation in terms of Designation, Gender and
Types of Bank

The impact of MPS on employee motivation constructed from the above from Table
5.41-5.43.

Table 5.41: MPS results and effect on motivation

Result |Controlled |Variation Impact on motivation

MPS Designation | Observed Higher levels employees are highly motivated.

MPS Gender Not observed |Male and female employees’ motivation is constant.

MPS Types of Bank| Observed Private bank employees’ motivation is somewhat other
than public bank.

5.4.7 Comparative Analysis of JCM Practices between the Public and Private
Bank

Table 5.42: Comparison of JCM practices between the sampled banks

Levene’s test for equality of

ICM Public bank Private bank variances Observed

Mean SD Mean SD MD F p-value

Skill variety 3.828 0.591 3975 0477 -0.147| 9.192 0.003

Task identity 4.216 0.532 4.113| 0.503 0.103| 5.195 0.023 p<a

Task significance 4.322 0.633 4.188| 0.618 0.134| 7.704 0.006

Autonomy 2.441 1.018 2.700( 1.072| -0.259| 0.938 0.938%

Job feedback 4.644 0.575 4575| 0.612 0.069| 2.254 0.134° p>a

Average output 3.89 0.670 3.79| 0.656 0.10 0.221°

SD = Standard deviation; MD = Mean difference ; 95% confidence interval of the difference; Sig. (2-
tailed); Insignificant**

The Table 4.42 depicts that the public bank is less than the mean value of private
bank in terms of skill variety and autonomy and the remaining the three factors are more
than the mean value of private bank (p<0.05). The first three dimensions of JCM having
significant relationship with the job design. On the other hand, it has been observed that
average result (p=0.221° p>0.05) is not statistically significant. Average output of mean
(MD =0.10) is higher than that of the private bank in the study area but the difference is

insignificant.
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5.4.8 EFA for JCM and Demographic Factors

Table 5.43: Descriptive analysis and test result for EFA in JCM and demographic factors

JCM and demographic factors | Mean SD Results and remarks
Skill variety (SV) 3.858 0.573 KMO =0.695 ~ (.70)
Task identity (T1) 4195 0.527 ¥’ = 305.65
Task significance (TS) 4.295 0.632 df =28
Autonomy (Auto) 2.493 1.033 p-value = 0.000;
Job feedback (JF) 4630 0.582 (N = 400);
Gender (Gen) 1.165| 0.372 Method: PCA
Present designation (PD) 5505 1.319 | Remarks: Data are good and fit for EFA
Type of bank (TB) 1.200 0.401

Kaiser-Meyer-Olkin (KMO) test: This measure varies between 0 and 1, and
the values closer to 1 are better. In this study the KMO is 0.70 suggested the collected
data are suitable for EFA (Table 4.43). KMO measuring sampling adequacy is
applicable method for data appropriateness for EFA. Kasier (1974)° suggested that
values < 0.50 miserable/unacceptable, > 0.50 are acceptable, values between 0.50 -0.70
are mediocre, 0.70 — 0.80 are good, 0.80 — 0.90 are excellent. Mean values (MV~4.3 and
5.51) of task significance and present designation are the highest score. Bartlett’s Test of
Sphericity: Here identity matrix closes all of the diagonal elements are 1 and all of off
diagonal elements are 0. The test provides a minimum standard which should be applied
before an EFA or principal components analysis conducted. This test is highly

significant (p-value = 0.000) at 5% level of significance.

Table 5.44: EFA and total variance explained of JCM on employee motivation

Total variance explained

Communalities: JCM and demographic Initial (1.00) Extraction sums of Remark:
Eigenvalues squared loadings . )

- . % of Total % of hlghly
Components Initial | Extraction Total Variance (>1) Variance loadings
1. TS 1.000 0.791 2.138 26.720 2.138 26.720| Loaded
2. Tl 1.000 0.769 1.268 15.844 1.268 15.844 55.5%
3.JF 1.000 0.638 1.038 12.978 1.038 12.978 ~56%
4. Auto 1.000 0.081 0.897 11.217| <0.40 - -
5.PD 1.000 0.173 0.796 90.945| <0.40 - -
6.TB 1.000 -0.326 0.706 8.824| <0.40 - -
7.5V 1.000 0.380 0.676 8.449| <0.40 - -
8. Gen. 1.000 -0.080 0.482 6.023| <0.40 - -
Extraction values of components (1 to 3) are >0.40°. Total variance explained and loaded covering ~56%.

5 Henry F. Kaiser, “An Index of Factorial Simplicity”, Psychometrica, 1974, Vol. 39: 31-36.

® A.S. Gaur, and S.S. Gaur, “Researchers commonly use a cut-off of 0.40 to identify high loadings”,
Statistical Methods for Practice and Research, second edition (Response Books: New Delhi, India,

2009):143.
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Communalities: This is the ratio of each variable’s variance explaining by the factors
e.g., the underlying latent continua and also noted as h2 and can be defined as the sum

of squared factor loadings for the variables.

Initial: The initial Eigenvalues (2.14 + 1.27 + 1.04) on the diagonal of the correlation
matrix are determined by the squared multiple correlation of the variable with the other
variables (Table 5.44). Three components have the Eigenvalues are greater than initial
value 1.00. Extraction: Task significances, task identity and job feedback due to do the
jobs perfectly are explained 56% (26.72 + 15.84 + 12.98) by the total variance and
highly loaded. Therefore, bank authority can rethink about the loaded three factors for

employee motivation.

Figure 5.5: Scree plot: job characteristics model (JCM)

The scree plot graphs (Figure 5.5) the Eigenvalues against the factor/component
number. From the scree plot it is shown that the three factors has been made elbow
shape in the graph and high proportion of variance being explained. Then the top three
extracted communalities i.e., task significance, task identity and job feedback are

significant in this study of JCM model which affects employee motivation.
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5.4.9 Exploring the Effective Factors of JCM Using Structural Equation Model

In this section it has applied SEM to explore latent and the most effective factors of

satisfaction in the banks (Table 5.48-5.49 and Figure 5.6).

Figure 5.6: SEM of JCM & demographic outlines
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Figure 5.6: SEM and coefficient paths for CFA of JCM (LF, p=0.021) as well as
demographic factors. It also shows the mean and coefficient values of all factors of JCM
(31.1 to 31.5) with demographic factors (1, 5.1 and 6).

Table 5.45: Measurement for SEM on JCM and demographic outlines

Measurement [ Coef.| Std.Err.| z | p>z]| 95% Conf. Interval | Remarks
Job characteristics model (Latent variable)
Var3l.1l_SV <- | 2
1| (constrained) gb
_cons 3.86 0.029| 134.88] 0.000] 3.80 3.91 28
Var31.2_TI < s E
1.19 (B1) 0.275 4.33] 0.000] 0.65 1.73 22
_cons 4.2 0.026| 159.42| 0.000] 4.14 4.25 S % .
Var31.3_TS < SS$
1.69(8,) 0.549 3.07[ 0.002] 0.61 2.76 Le8
_cons 4.3 0.032| 136.22] 0.000] 4.23 4.36 it} g 8
Var31.4_Autonomy |<- © g
3.74(Bs) 1.354 2.76| 0.006| 1.09 6.40 E' E
_cons 2.5 0.052 48.31] 0.000] 2.39 2.59 ' 5
Var31.5_Feedback | <- S
3.17(B,) 1.618 1.96| 0.05] -0.00 6.34 g ®
_cons 4.63 0.029| 159.34] 0.000] 4.57 4.69 =
Demographic factors (Latent variable)
Var01.Gender <- T el .9
0.03 (Bs) 0.206 0.13| 0.895| -0.38 0.43 -%%.2 2
_cons 1.17 0.019 62.77| 0.000| 1.13 1.20 A8 §

120



Employee Satisfaction and Motivation

Var05_ Designation | <-

4.74 (Be) 1.621 2.92| 0.003 1.56 7.92
_cons 5.51 0.066 83.59 | 0.000 5.38 5.63
Var06_ Bank Type <-

-0.34 (B7) 3788 -0.000| 1.000| -7425 7424
_cons 1.2 0.020 60.07 | 0.000| 1.161 1.240
var (e.Var31l_1) 0.306 0.023 0.263 0.356
var (e.Var31l_2) 0.247 0.020 0.212 0.289
var (e.Var31l_3) 0.338 0.036 0.274 0.416 3
var (e.Var31l_4) 0.770 0.109 0.583 1.016 ”
var (e.Var31_5) 0.127 0.108 0.023 0.680
var (e.Var01) 0.138 0.010 0.120 0.158 _
var (e.Var05_1) 1.262 0.176 0.960 1.658 g
var(e.Var06) 0.157 47.60 0.000 67 8
var (JCM) 0.021 0.012 0.007 0.066

Log likelihood= -2868; Estimation method = ml; LR test of model vs. Saturated: chi2 (%), (df = 8) =
"'7.80, Prob > chi2 = 0.0994,"Prob > chi2 = 0.0994; obs = 400; OIM.

The results (Table 5.45) showed that the standardized loadings factors values for
each of the eight observed variables as well as their standard error, significance, and
confidence intervals. The standardized factor loading for Var31 2 onto the latent
construct JCM was B1 1.19 with a standard error of 0.28. It is significant at p< 0.001
and had a 95% confidence interval that ranged from 0.65 to 1.73. Among the all factors
Var01 (Gender) and Var06 (Type of Bank) are not statistically significant at 5% level of
significance, all other factors look good. It has found that there were the most significant
and strong effective factors of motivation in the latent variables explicitly autonomy (5
= 3.74), feedback (# = 3.17), and designation (# = 4.74) in the model since the
coefficient (5) values are >1. The remaining three factors included in JCM which are
skill variety, task identity and task significant confirm the highly influential factors due
to S values >1. Therefore, the equation, Motivation = f (JCM).

Table 5.46: Path coefficients of JCM and demographic factors

Hypothesized equation path Coeff. p-value | Remarks Effect
Motivation <- JCM (overall) 0.012 0.000 | Ha;. Supported Direct effect
Designation <- JCM 1.262 0.003 | Ha,. Supported Direct effect
Gender <- JCM 0.138 0.895 | Has. Rejected Indirect effect
Type of bank <- JCM 0.157 1.00 | Hay, Rejected Indirect effect

The structural equation model delineates the study that there is a significant direct
effect between JCM and motivation with designation in the sampled banks (Table 5.46)
(Ha; and Hay). On the other hand, structural model shows that gender with type of bank

affecting indirectly employee motivation (Haz and Hay).

121




Employee Satisfaction and Motivation

5.5 Factors Relating to Employee Motivation in the Banking Sector

5.5.1 Statistical Analysis on the Hygiene and Motvational Factors

In this section descriptive and inferential statistics have been used to analyze the factors
of motivation. The factors have been extracted from the motivation theories especially
Two-Factor representing the content theories of the behavioral approaches in
management thought (Table 5.50- 5.64).

Table 5.47: Salary meeting basic needs like food, residence, clothing

Perception Freq. % Remarks
Often 84 21.0 | From the Table 5.47 the study observed that majority (66%) of
Very often 264 66.0 | the respondents opined that basic salary they are paid is very
Always 52 13.0 | often to meet the fundamental needs. Employees are
Total 400 | 100.0 | moderately satisfied with basic salary.
Table 5.48: Job security
Perception Freq. % Remarks
Sometimes 7 1.8
\C;ztri/noften 221 622 Table 5.48 elucidatt_as_ that 65.3% of the employees
Always G 238 acknowledged that their job security level was true level.
Total 400 | 100.0
Table 5.49: Good relationship among colleagues

Perception Freq. % Remarks
Sometimes 1 0.3
\C;ztri/n often 303 7%2 Table 5.49 shows that 77.3% (highest) of the respondents felt
Always 86 2L1E themselves as a good relationships among colleagues.
Total 400 | 100.0

Table 5.50: Bank policy and administration
Perception Freq. % Remarks
Never 20 0.5
(S)c;tn;ﬁtlmes gi 133 It has been noticed that majority of the participants approved
Very often 558 64.5 that the bank policy and administration was in extent of
Always 5T 113 practices in the sampled banks (Table 5.50).
Total 400 | 100.0

Table 5.51: Employee participation is considered for decision making
Perception Freq. % Remarks

Never 101 25.3
Sometimes 155 38.8 | Table 5.51 explains that about 39% (highest) of the
Often 94 23.5 | respondents opined that they do not have strong
Very often 46 11.5 | participation in decision making. It was also observed that
Always 4 1.0 | banks’ employees engaged the prescriptive operations.
Total 400 | 100.0
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Table 5.52: Job is interesting, prestigious, status, power and egoistic/ self-esteem

Perception Freq. % Remarks
Sometimes 6 1.5
Often 30 7.5 | From the Table 5.52 researcher perceived that 79.5% of
Very often 318 79.5 | the employees in the sampled banks doe feel moderately
Always 46 11.5 | their job is prestigious and egoistic.
Total 400 | 100.0
Table 5.53: Promotion and growth at higher level available in the bank
Perception Freq. % Remarks
Never 6 15
Sc;tmetlmes 47 11.8 | Taple 5.53 clarifies that 52% (majority) of the respondents
Often 89 22.3 approved at extent or true level that upgradation and
Very often 208 52.0 rowth opportunities available in the sampled banks
Always 50| 125]°9 PP P :
Total 400 | 100.0
Table 5.54: Recognition and reward
Perception Freq. % Remarks
Sometimes 1 0.3
Often 41 10.3 | Table 5.54 shows that 80.3% of the participants agreed
Very often 321 80.3 | positively that sampled banks recognized and rewarded
Always 37 9.3 | employees’ better performance.
Total 400 | 100.0
Table 5.55: Advancement in taking challenging performance
Perception Freq. % Remarks
Sometimes 8 2.0 | From Table 5.55 the study found that 74.3% of the
Often 43 10.8 | respondents granted positively that employees have
Very often 297 | 743 | chances of advancement through taking challenges in the
Always 52 13.0 | sampled banks.
Total 400 | 100.0

5.5.2 Scoring of Motivation Level Based on Frequency Distribution

Table 5.56: Scores of high, moderate, and low motivation level (> median= 0.50%)

Motivational factors High Moderate Low Remarks

Meeting basic needs 316 (79%) 84 (21%) 0%

Job security 356 (89%) | 37 (9.3%) 7 (1.8%)

Good relationship 359 (98.8%) 4 (1%) 1(0.3%) | It is clear that employees of
Bank policy & admin 303 (76%) | 71 (17.8%) | 44 (11%) | the banks are dissatisfied in
Employee participation* 50 (13%) | 94 (23.5%) | 256 (64%) | case ~ of  participation.
Job prestigious & power 364 (91%) | 30 (7.5%) 6 (1.5%) | Motivation is existed in all
Promotion and growth 258 (65%) | 89 (22.3%) | 53 (13.3%) | the remaining advantages.
Recognition and reward 358 (90%) | 41 (10.3%) 1 (0.3%)

Advancement & challenging 349 (87%) | 43 (10.8% 8 (2)

From the above descriptive analysis (Table 5.47-5.56) it is clear that banks’

employees extremely dissatisfied with the participation. The other factors show a high
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level realization of their basicl needs. Comparatively employee will face challenges in

promotion and enhancing the practices of private banks particular.

5.5.3 Bivariate Analysis on Motivational Factors by Crosstabs of Bank Types

Table 5.57: Correlation of motivation level by crosstabs of nature of bank

Perception | PublicBank | Private Bank | Chi-square Test and Fisher’s Exact p-value
Salary meeting basic needs like food, residence, clothing
Often 58 (18%) 26 (32.5%) | It is being got, p=0.018<0.05; H, is accepted.
Very often 218 (68%) 46 (58%) | Relationship between basic salary and
Always 44 (14%) 8 (10%) | motivation presents.
Job security
Sometimes 0 (0%) 7 (9%) | Since p=0.000<0.05; H, is sustained. Therefore,
Often 7 (2%) 30 (38%) | a high relationship between job security and
Very often 221 (69%) 40 (50%) | employee motivation of the banking sector.
Always 92 (29%) 3 (4%)
Good relationship among colleagues

Sometimes 1 (0.31%) 0 (0%) | The p-value is 0.118>0.05; H, is not accepted.
Often 2 (0.63%) 2 (3%) | Insignificantly colleague relationship influence
Very often 242 (76%) 67 (84%) | motivation in the sampled banks.

Always 75 (23%) 11 (13.75%)

Bank policy and administration

Never 2 (0.63%) 0 (0%) | Since p=0.273>0.05; H, is not supported. There
Sometimes 20 (6.25%) 4 (5%) |is no association of bank policy and
Often 62 (19%) 9 (11.25%) | administration in terms of employee
Very often 199 (62%) 59 (74%) | motivation.

Always 37 (11.56%) 8 (10%)

Employee participation is considered for decision making

Never 88 (28%) 13 (16%) | Got p-value 0.030. H, failed to reject. There is
Sometimes 125 (39%) 30 (38%) | positive relationship in case of satisfaction
Often 75 (23.34%) 19 (24%) | between promotion policy and type of bank.
Very often 29 (9.1%) 17 (21%)

Always 3 (0.94%) 1 (1%)

Job is interesting, prestigious, status, power and egoistic/ self-esteem

Sometimes 4 (1.25%) 2 (3%) | Since p=0.852; H, not accepted. There is no
Often 24 (7.5%) 6 (8%) | relationship in case of satisfaction between
Very often 254 (79.38%) 64 (80%) | leave policy and type of bank.

Always 38 (11.88%) 8 (10%)

Promotion and growth at higher level available in the bank

Never 6 (1.88%) 0 (0%) | Found that p=0.063>0.05; H, is rejected.
Sometimes 42 (13.13%) 5(6%) | Promotion and growth at higher level
Often 73 (22.81%) 16 (20%) | insignificantly influence employee satisfaction
Very often 157 (49%) 51 (63.75% | level in the sampled banks.

Always 42 (13.13%) 8 (10%)

Recognition and reward
Sometimes 1 (0.31%) 0 (0%) | It is observed, p=0.014<0.05; H, is sustained.
Often 26 (8.13%) 15(19%) | There is a strong association between
Very often 259 (80.94%) 62 (77.5%) | recognition and fair reward among employees
Always 34 (10.63%) 3 (4%) | inthe banks.
Advancement in taking challenging performance

Sometimes 8 (2.5%) 0 (0%) | Since p=0.247>0.05. H, not supported.
Often 33 (10.31%) 10 (13%) | Therefore, chances of attainment top position
Very often 236 (73.75%) 61 (76%) | insignificantly influence motivation in the
Always 43 (13.44%) 9 (11.25%) | banking sector of Bangladesh.
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5.5.4 Exploraty Factor Analysis on Hygiene and Motivating Factors

Table 5.58: Descriptive statistics and test result for EFA of motivational factors

Motivating factors Mean SD Test Results

Basic need 3.920 0.578 KMO0=0.803

Job security 4.110 0.624 Cronbach’s
Relationship among colleagues 4.200 0.442 Alpha=0.76

Policy and administration 3.800 0.732 X' =824.769

Employee participation 2.243 0.991 df.=36

Self-esteem and interesting job 4010 | 0501 Sig.=0.000, (p<0.05)
Promotion and Growth 3.623 0.901 ~ N=400

Recognition and equitability 3.985 | 0.453 Extraction Method: PCA
Advancement and achievement 3983 | 0564 | Dataareexcellentand fitfor EFA

The Table 5.58 depicts that the sampling adequacy is explained by applying KMO.
The KMO value is 0.803 which is fit and suitable for EFA. In addition, Bartlett's Test of
Sphericity is used to determine data for normal multivariate distribution. The output is
significant at p<0.05, so it can meet the proposition of regular multivariate analysis and

distribution.

Table 5.59: EFA and total variance explained for motivating factors

Total Variance Explained
Communalities: Motivating factors Initial (1.00) Extraction Sums of Squared
Eigenvalues Loadings

Components (Initial values of . % of Total .

all Eompone(nts were 1.00) Extraction Total Variance (>1.00) % of Variance
1. Advancement 0.666 3.330 37.002 3.330 37.00 Loaded
2. Promotion and Growth 0.646 1.248 13.868 1.248 13.87 51%
3. Relationship 0.625 0.919 10.211 - -
4. Job security 0.551 0.858 9.528 - -
5. Meeting basic need 0.546 0.658 7.315 - -
6. Participation 0.454 0.635 7.059 - -
7. Esteem and interesting 0.376 0.496 5.506 - -
8. Recognition 0.372 0.449 4.994 - -
9. Policy and admin 0.342 0.407 4,517 - -

& Extraction < 0.40. Total variance explained and loaded covering (1+2) ~51%

Table 5.59 shows that extraction values of five components are more than 50%
the communality from 1 to 5 components > 0.5 out of the nine factors. There are two
factors with Eiganvalues (i.e., advancement 3.330 and promotion 1.248) more than 1.00.
~51%

(37.002+13.868) of the total variance explained as Eigenvalues for employee

That means, these two components are highly loaded and covered
satisfaction. Therefore, employees have intent to reach the highest level (advancement)
along with receiving promotion. Besides, the initial total Eigenvalues of motivating four

factors are 5.523 (61.37%) and five hygiene factors are 3.477 (38.63%) explained.
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Figure 5.7: Scree plot on motivating factors

Figure 5.7 shows the scree plot of Eigenvalues and depicting two factors are
forming elbow-shaped and maximum proportion variance is explained in the graph. The
top two communalities have been extracted i.e., advancement and achievement and

promotion and growth are significant in the study.

5.5.5 Measurement of Structural Equation Modeling (SEM) for Individual Factors
of Motivation

1 21 Var30_1
3.9
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4.1
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Figure 5.8: SEM of hygiene and motivational factors

Figure 5.8 shows a SEM constructs of the hygiene (LF1, $=0.12) and motivational
factors (LF2, $=0.10) entertaining by the banks. It is being observed in the figure that the
coefficient values for estimation of all factors (30.1 to 31.9) shown in the houses.

126



Employee Satisfaction and Motivation

Table 5.60: Measurement for SEM on maintenance and motivating factors

Particulars (Measurment)

| Coef. | SE | =z

p>z

95% Conf. Interval

Hygiene or Maintenance Factors of Motivation (Latent factor: LF1)

Var30_1 (Meeting basic need) <- |
1 | (constrained)

_cons 3.92 | 0.029 | 135.7 0.000 3.863 3.977
Var30_2 (Job security) <-

0.62 | 0.104 | 5.89 0.000 0.416 0.823
_cons 411 0.031| 1328 0.000 4.049 4171
Var30_3 (Staff relationship) <-

0.73 | 0.095| 7.67 0.000 0.541 0.913
_cons 42| 0.022 | 190.8 0.000 4.157 4.243
Var30_4 (HR policy & admin) <-

0.98 | 0.155| 6.29 0.000 0.672 1.280
_cons 3.8 | 0.037 | 103.8 0.000 3.728 3.871
Var30_5 (Participation) <-

168 | 0232 7.24 0.000 1.226 2.137
_cons 2.24 | 0.049 | 45.32 0.000 2.146 2.339

Motivational/Motivating Factor of Motivation (Latent factor: LF2)
Var30_6 (Self-esteem) <- |
1| Constrained

_cons 4.01| 0.025 | 160.5 0.000 3.961 4.059
Var30_7 (Promo & growth) <-

243 | 0311 | 7.82 0.000 1.824 3.044
_cons 3.62 | 0.045| 80.38 0.000 3.534 3.711
Var30_8 (Recognition) <-

0.82 | 0.155| 5.27 0.000 0.514 1.122
_cons ~4.0| 0.023 | 176.1 0.000 3.941 4.029
Var30_9 (Advncmnt_actua) <-

1.14 | 0.157 | 7.28 | 0.000 0.835 | 1.449
_cons 40| 0.028 | 1414 0.000 3.927 4.038
var(e.Var30_1) 0.209 | 0.019 0.175 0.251
var(e.Var30_2) 0.335 | 0.025 0.289 0.389
var(e.Var30_3) 0.128 | 0.013 0.105 0.157
var(e.Var30_4) 0.417 | 0.036 0.353 0.494
var(e.Var30_5) 0.628 | 0.066 0.511 0.772
var(e.Var30_6) 0.149 | 0.021 0.112 0.197
var(e.Var30_7) 0.212 | 0.058 0.124 0.363
var(e.Var30_8) 0.137 | 0.016 0.109 0171
cov(e.Var30_9) 0.185 | 0.018 0.153 0.224
var (Hygiene/ Maintenance; LF1) 0.124 | 0.022 0.086 0.176
var (Motivational; LF2) 0.101 | 0.023 0.064 0.159
cov(e.Var30_1,e.Var30_2) 0.086 | 0.017 | 5.04 0.000 0.053 0.119
cov(e.Var30_1,e.Var30_6) -0.003 | 0.012 | 0.22 0.824 0.027 0.021
cov(e.Var30_2,e.Var30_3) 0.037 | 0.012 | 3.06 0.002 0.013 0.061
cov(e.Var30_2,e.Var30_4) -0.012 | 0.021 | -0.58 0.563 -0.053 0.027
cov(e.Var30_3,e.Var30_4) 0.053 | 0.017 | 3.21 0.001 0.021 0.086
cov(e.Var30_3,e.Var30_5) -0.064 | 0.021 | -2.96 0.003 -0.106 -0.021
cov(e.Var30_4,e.Var30_5) -0.12 | 0.035 | -3.31 0.001 -0.185 -0.047
cov(e.Var30_5,e.Var30_6) -0.028 | 0.024 | -1.14 0.254 -0.075 0.019
cov(e.Var30_6,e.Var30_7) -0.091 | 0.029 | -3.12 0.002 -0.147 -0.034
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cov(e.Var30_6,e.Var30_9) -0.018 | 0.015| -1.25 0.212 -0.047 0.010
cov(e.Var30_7,e.Var30_8) -0.082 | 0.023 | -3.50 0.000 -0.128 -0.036
cov(e.Var30_8,e.Var30_9) 0.001 | 0.013 | 0.030 0.976 -0.026 0.026
cov(Hygiene, Motivational) 0.080 | 0.014 | 5.83 0.000 0.053 0.107

Number of obs = 400; Esti. method = ml; Log likelihood = -2979.2854; LR test of model vs. saturated:
chi2(14) = 40.31, Prob > chi2 = 0.0002

The above measurement Table 5.60 gives information about how the model is
specified by listing the observed variables mentioning with coefficient values of the two
latent factors namely Hygiene or Maintenance (5=0.124) and Motivating ($=0.101). The
coefficient values of the maintenance latent factor respectively are meeting basic need (5=1,
constrained), job security ($=0.62<1), colleague or staff relationship ($=0.73<1), bank
policy/HR policy and administration ($=0.98 near to 1), and employee participation
(6=1.68>1). Correspondingly, the coefficient values of the motivating factors are self-
esteem (B=1, constrained), promotion and growth (5=2.43>1), recognition and rewarding
(6=0.82<1 or near to 1) and advancement through challenging performance (5=1.14>1).
The p-values for all of the factor loadings are given below the typical cut-off of .05, leading
to the rejection of the null hypotheses that the factor loadings are equal to O; hence, the
factor loadings are statistically weighty. Their degrees need to be inferred to assess their
substantive significance. Researcher has got the standardized factor loadings because the
variance for hygiene is set to 1 to measure the latent variable and for model identification.
The standardized factor loading for the employee participation variable is 1.68 i.e., >1.00
meaning that a one standard deviation increased in hygiene leads to 1. The remaining all
other factors are less effective factors in the model. Similarly, the standardized factor
loadings because the variance for motivating was set to 1 to scale the latent variable and for
model identification. The standardized factor loading for the promotion and growth and
advancement for challenging performance are 2.43 and 1.14 i.e., >1 meaning that a one
standard deviation increased leading to 1 and the strong effective factor. The test statistic

value is highly significant (p-value=0.000<0.05) at 5% level of significance.

The model chi-square value, y° chi’(14) = 40.31, Prob > chi® = 0.0002, is
extremely statistically significant indicating the model reproduces the observed
covariance among all factors just fine. The p-value of 0.000 < 0.05, the typical cut-off
for the test, which means that the null hypothesis is rejected and the model fits well.
With all of the model level fit measures taken together, the overall model fits extremely

well meaning that the latent variable specified as hygiene and motivating are strongly
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correlated to the all factors used to quantity it. The output also be responsible for with
the chi? value of 40.31, with the degree of freedom 36, and the significance of the chi-
square test (i.e. p<0.001). Therefore, Employee satisfaction = f (Hygiene factor +
Motivating factor).

Hypothesis: There is an effect of Duel Theory on employee satisfaction and motivation.

Table 5.61: Results of path coefficients of Dual Theory of motivation

Structural paths Coef. | p-value Remarks Impact
Satisfaction<---Hygiene 0.124 0.000 Ha;; supported Directly related
Satisfaction<---Motivating 0.101 0.000 Hay,; supported Directly related
Satisfaction<---Hygiene, and Motivating 0.080 0.000 Has;sustained Directly related

The hypothesized/structural equation model (SEM) describes the study that there is
a direct significant effect of Two-Factor/ Duel Theory on employee satisfaction in the
sampled banks (Table 5.61).

5.6 Study Hypotheses of Employee Satisfaction

To investigate the effectiveness of employee the researcher assumed the following

hypotheses:

Ho:: JCM factors have no significant effect on employee satisfaction influencing
motivation.

Ho2:  Hygiene benefits have no significant influence on the employee satisfaction.
Hos:  Motivational benefits have no influence on the employee satisfaction.

5.6.1 Normality Check for Employee Satisfaction

Multiple linear regression models should follow normality assumptions to fit the
dependent variable (ES). From the normality test table the Shapiro-Wilk test statistic
value is 0.943~94% with p- value 0.000 (<0.05). The fitted histogram plot shown that
the bell shaped curve, similarly the normal Q-Q (Quantile-Quantile; Figure 5.9 ) plot
shown that the fitted line approximately passing throw the origin. Therefore, it may
conclude that the dependent variable employee satisfaction follow the normal
distribution. In this regards, multiple regression model may use for further

investigations.
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Table 5.62: Normality test of dependent variable (employee satisfaction)

Tests of Normality

Dependent variable Shapiro-Wilk Remarks
Statistic  df Sig. The normality test has been satisfied for fitting
Employee Satisfaction 0.943 400 0.000* Employee Satisfaction as a dependent variable
*Significant at 5% level. in the multiple regression model.

5.6.2 Charts for Employee Satisfaction and Its Normality Test

Figure 5.9: Fitted histogram for employee satisfaction

Figure 5.10: Q-Q plot for employee satisfaction
5.6.3 Dependent and Independent Variables

The employee satisfaction (ES) of the banking sector has been taken as dependent

variable in the regression model. The regression model can be written as:

130



Employee Satisfaction and Motivation

Employee Satisfaction (ES) = « (constant) + 1 *JCM + B,*Hygiene + Bs*Motivating + e

From the above equation, o is constant, fi’s are the regression coefficients of the

explanatory variables, and e is the random error term (it follows normal distribution).

5.6.4 Investigation of Employee Satisfaction and HRD Model

Theoretical investigations have shown that dependent variable (ES) largely depends on
independent variable (51, f2 and f3). It is being observed that the banks are ready to
provide the hygiene or maintenance and motivational factors for enhancing satisfaction

among existing employees in the banks.

5.6.5 Multiple Linear Regression Model for Analysing Employee Satisfaction

Table 5.63: Coefficients® of employee satisfaction

Factors of Estima}ted - 95% Confidence o
Coefficients t- Sig. Interval for F-Statistic
SE?$IO¥?e Regression S.E | statistic LB UB (p-value)
atistaction Coefficient (B;)
Constant () 0.715 | 0.144 4,961 | 0.000 | 0.432 0.999
JCM (B) 0.083* (3) | 0.033| 2537 | 0.012] 0.019 0.148 | 105.022
Hygiene (B,) 0.315* (1) | 0.036 | 8.760 | 0.000 | 0.244 0.385 (0.000)
Motivating (Bs) 0.211*(2) | 0.034 | 6.227 | 0.000 | 0.145 0.278

a. Predictors: (Constant), Motivating, JCM, Hygiene Factors

b. Dependent Variable: Employee Satisfaction

*Significant at 5% level; R square ~67%; Durbin-Watson 1.680

5.6.6 Results of Multiple Regression Analysis on Employee Satisfaction

The coefficient of multiple determinations R? is ~67% variability on the employee motivation
has shown in the model. Similarly, the adjusted value of R? highlighted that 44.3% variability
on the employee motivation can be explained by JCM, hygiene and motivational (independent
variables). The Durbin test value is 1.680 (0 to <2.0) that are that there is positive
autocorrelation between the variables.” The F-Test value is 105.02 among the variables and p-
values are less than 5% for the data variables indicates the very well fit of the regression
model analysis. All the independent variables viz. JCM, hygiene and motivational benefits are
statistically significant since p-value <0.05 and contributing the significant effect to the
employee satisfaction (Table 5.63). Therefore, there is a significant effect on the employee

satisfaction in the banking organization.

" James Durbin, and Geoffrey S. Watson, "Testing for serial correlation in least squares
regression.I11", Biometrika, 1971, 58 (1): 1-19. d0i:10.2307/2334313.

131




Employee Satisfaction and Motivation

5.6.7 Fitted Regression Model for Employee Satisfaction

The fitted of the regression model as shown from the Table 5.63. It can be written as the
fitted following regression model as equation form.

The fitted multiple regressions model can be written as:

ES = 0.715 * (a) + 0.083 * JCM + 0.315 * Hygiene + 0.210 * Motivational Benefits

The B1, B2 and B3 coefficients findings are 8.3%, 31.5%, and 21% (t-statistic,
2.537, 8.760, and 6.227; p-values are 0.012, 0.000, and 0.000 respectively) times
positively influence of JCM, hygiene and motivating facilities the employee motivation.
The coefficients results are statistically significant p-values are less than 0.05 level of

significant. Thus, Ho1, Ho2 and Hoz are rejected.

Therefore, it was being inferred that JCM, hygiene and motivating factors have
significant effect on employee satisfaction influencing motivation among the banks’

employees.

5.7 Discussion on Findings

It can be stated that employees are satisfied in terms of pay, recruitment and selection.
On the other hand, it was observed that existing employees were moderately satisfied on
the promotion and leaves policy and dissatisfied on participation. The satisfaction level
of sate-owned or nationalized or public banks is better than that of private banks.
Besides, it can be re-valuated the career development, leave policy of the banks for
maintaining the satisfaction level of employees. This is why; these three factors are the

most effective factors influencing the level of satisfaction.

It has been found that the higher level employees are more satisfied than lower
level employees regarding MPS. In the JCM practices the designation is highly
correlated and most effective factors. Autonomy and feedback are the significant factors
influenced the satisfaction. But gender is the less effective factor compared to JCM in

the banking job design.

According to the latent factor in the Two-Factor Theory of motivation as given
by Herzberg that it explored the high effective factors were as participation, promotion
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and growth and challenging performance. This clarifies that banking organization has

been practicing the theories of motivation.

Since banking operations is now a challenging issue this is why HR department
or strategic unit of HRD can develop the nature of the job as well as enrichment for
avoiding affective reactions from the existing employees. On the other hand, bank
employees should consider the situation of the challenges to sustain in the competitive
arena. The adoptive policies of the job responsibilities should be devloped for existing

employee satisfaction and motivation.

Since banking activities are now a challenging this is why the HRD department
or HRD’s strategic unit can develop the nature of work as well as enrich existing
employees to provide feedback on performances. So, the situation of challenges should
be considered to keep the bank employees competitive in the competitive field.

Positive attitude towards work is considered as job satisfaction. The main task of
management is to determine whether the employees are satisfied or dissatisfied with the
work. A person's job preferences depend largely on the combination of salary,
promotion and other job-related components. Regular attendance of employees,
increased productivity or responsibility, positive morale, harmonious relationship, sense
of discipline is the behavior of a satisfied employee. Basically, job satisfaction can be
determined by the difference between what employees want from work and what they
actually get. They will be satisfied if there is a balance between their hopes and

attainments.
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Chapter Six
Employee Benefits and Motivation

Background

Employee benefit reflects the regualr salaries or wages employees receiving numerous
complementary (supplementary) rewards as part of the employement exchange. These
complementary awards are brought up for employee benefits. Facilities and services
have a significant impact on the attaction of skilled and qualified manpower for any
organization. The number of interested applicants is higher in all the institutions which
provide maximum benefits. This chapter is divided into three sections namley financial
and other monetary benefits, job security (fringe benefits), and leave benefits. This
chapter represents the study specific objective number 4 (four): To investigate the
influence of employee benefits on motivation. To analyze the data descriptive as well as

inferential statistics have been applied.

6.1 Pay and Money

It is true that money plays an important role in motivating employees. But this is
not an obvious fact. Herzberg and his associates (1959)' proved that money is an
incentive indicator which occupies sixth position in human needs. The higher order
needs such as need for recognition, appraisal, power, status/ego/esteem etc., cannot be
met by financial incentives only. These needs can be fulfilled by ensuring non-financial
incentives or satisfying those needs. Job security, due time promotion, performance
appraisal, rewards, job characteristics and other factors like skill variety, task identity,
task significance, autonomy, job feedback, participation, fringe benefits, leaves in
different categories, retirement facilities etc. are referred as non-financial incentives.??
In this case the sustainable motivation could be possible to adopt by the banking

organization as well.

! F. Herzberg “Motivational Theory”, Retrieved on 16.10.10 from
http://www.envisionsoftware.com/articles/Herzberg_Motivational_Theory.html.

2 Neeru Malhotra, Pawan Budhwar, and Peter Prowse, “Linking Rewards to Commitment: An
Empirical Investigation of four UK Call Centres”, In International Journal of Human Resource
Management, Routledge: Taylor & Francis Group, 2007: 2095-2127.

® Nancy H. Shanks, “Management and Motivation”, In Introduction to Healthcare Management, 3rd
edition (United States: Jones & Bartlett Learning 2007): 2098.
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6.2 Financial and Other Monetary Benefits

Employees are motivated by receiving intrinsic and extrinsic rewards from their
services. Incentives create motivation which persuades individual outcomes. Incentives
may be classified into two categories: (i) Financial and (ii) Non-financial incentives. (i)
Financial incentives: Money or salary is regarded as one number of financial
incentives.* This is why; Taylor regarded people as an “economic man”. The other
social scientists in human relations are considered people as “social being” or viewed
money as an insignificant incentive factor.> They thought that money has no role
directly in motivating. But employees do have exchange money in lieu of getting some
items or basic needs. Not only things but social status, power, influence, etc. also
depend on financial benefits.

The main focus of this chapter has been discussed below:

6.3 Financial and Other Monetary Benefits
6.3.1 Statistical Analysis on Financial and Other Monetary Benefits
Descriptive and inferential analysis on the factors related to financial and other

monetary incentives.

Table 6.1: Handsome salary influences motivation

Perception Freq. % Remarks

Some extent 1 0.3 | From Table 6.1 it is being noticed that 72.3%
Moderately extent 86 | 21.5 | (majority) of the respondents believe that the
Extent 289 | 723 | handsome salary influences motivation.

Highly extent 24 6.0

Total 400 | 100.0

Table 6.2: Profit sharing can motivate the employees

Perception Freq. % Remarks

Not at all 4 1.0 | From the Table 6.2 researcher has got that 59.3%
Some extent 12 3.0 | (highest) of the employees believe that profit
Moderately extent 99 24.8 | sharing is one of the indicators of satisfaction.
Extent 237 59.3

Highly extent 48 12.0

Total 400 | 100.0

* Frederick Winslow Taylor, The Principles of Scientific Management (New York: Harper, 1911).
®> F. J. Roethlisberger, and William J. Dickson, “Management and the Worker (Cambridge, Mass:
Harvard University Press (Oxford University Press, 1939) The Economic Journal, VVol. xxiv+615. 26s. 6d.
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Table 6.3: Bonus has positive impact on motivation

Perception Freq. % Remarks
Moderately extent 83 20.8 | Table 6.3 showed that 63.3% (maximum) of the
Extent 253 63.3 | respondents acknowledged that bonus does have
Highly extent 64 16.0 | positive impact on motivation in the banking
Total 400 | 100.0 | sector.
Table 6.4: Loan facilities give higher output
Perception Freq. % Remarks
Some extent__ o112 Table 6.4 depicted that 52.3% (highest, extent
E oderately exten 509 2' 3 level)) of the participants feel that sanctioned loan
>_<tent 52.3 | increase output.
Highly extent 132 33.0
Total 400 | 100.0
Table 6.5: Insurance facilities creating employee satisfaction

Perception Freq. % Remarks
Not at all 3 0.8 | Table 6.5 stated that majority (47%) of the
Some extent 140 35.0 | respondents believe that employees satisfaction
Moderately extent 188 47.0 | depends on insurance facilities.
Extent 60 15.0
Highly extent 9 2.3
Total 400 | 100.0

Table 6.6: Transportation facilities increasing satisfaction
Perception Freq. % Remarks
Not at all 24 6.0 | Table 6.6 shows that 54% of the employees
Some extent 216 54.0 | receiving transportation  facilities is  not
Moderately extent 110 27.5 | satisfactory level due to < moderate level). Many
Extent 46 11.5 | of the branches did not give transportation facility
Highly extent 4 1.0 | for employees.
Total 400 | 100.0

Table 6.7: Salary deduction decreasing satisfaction

Perception Freq. % Remarks
Some extent 1 0.3 | Table 6.7 stated that 66.8% (majority) of the
Moderately extent 84 21.0 | respondents being perceived that salary deduction
Extent 267 66.8 | increases dissatisfaction among the existing
Highly extent 48 | 12.0 | employees.
Total 400 | 100.0

Table 6.8: Stopped increment impediment in satisfaction
Perception Freq. % Remarks
Some extent 1 0.3 | From Table 6.8 researcher has found that 66%
Moderately extent 76 | 19.0 | (highest) of the participants gave priority creating
Extent 264 | 66.0 | dissatisfaction from stopped increment.
Highly extent 59 14.8
Total 400 | 100.0
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Table 6.9: Stopped profit sharing barriers to satisfaction

Perception Freq. % Remarks

Not at all 1 0.3 | From the Table 6.9 it is being evident that 64.3%
Moderately extent 75 18.8 | (extreme) of the participants provided extent level
Extent 257 64.3 | of dissatisfaction for stopped profit sharing.
Highly extent 67 16.8

Total 400 | 100.0

6.3.2 Score Matrix of Financial and Other Monetary Benefits

Here, this section has shown observation on the level of employee motivation and its

score regarding financial and other monetary benefits provided by the banks with short

scored from the frequency distribution.

Table 6.10: Scoring of high, moderate and low motivation and satisfaction (>median, or 50%)

Fin & non-financial High Moderate | Low Observation on level of satisfaction
Handsome salary 78.3% 21.5% | 0.3% | It was observed that existing salary, profit
Profit sharing 71.3% 24.8% 4% | sharing, bonuses and loan facilities are
Bonus 79.3% 20.8% 0% | satisfying employees. These financial
Loan facilities 85.3% 13.3% | 1.5% | facilities show the high level of satisfaction.
Insurance facilities 17.3% 47% | 38.5% | Lower level of satisfaction found in case of
Transportation 12.3% 27.5% 60% | insurance and transportation facilities.

Salary deduction 78.8% 21% | 0.3% | Salary deduction, stopped increment and
Stopped increment 80.8% 19% | 0.3% | postponed profit sharing certainly increase
Stopped profit sharing 81.1% 18.8% | 0.3% | employee dissatisfaction in the banks.

6.3.3 Bivariate Association of Employee Benefits

The factors included in the financial and other monetary benefits that influence

employee motivation. This section has discussed among the variables. Chi-square test,

Fisher’s exact p-value as well as Pearson Correlation have been used to show the

relationship and association.

Table 6.11: Bivariate correlation of financial benefits by crosstabs of bank type

Financial & non-
financial benefits

Public Bank

Private Bank

2~ -Test statistic, Fisher’s Exact p-value
(sig.<p-value) and Pearson correlation
(r=value)

Handsome salary influenc

es motivation

It is being observed that p=0.031<0.05.

Alternative hypothesis (H,) accepted. There

is a relationship between salary and

Some extent 1(0.31%) 0 (0%)
Moderately extent 59 (18.44%) 27 (33.75%)
Extent 241 (75.31%) 48 (60%)
Highly extent 19 (5.94%) 5 (6.25%)

motivation.

Profit sharing can motivate

the employees

Since p=0.163>0.05 and r=0.445"". H, is not

sustained. Profit sharing insignificantly

influences employee motivation.

Not at all 4 (1.25%) 0
Some extent 11 (3.44%) 1 (1.25%)
Moderately extent 74 (23.13%) 15 (18.75%)
Extent 189 (59.1%) 48 (60%)
Highly extent 42 (13.13%) 6 (7.5%)
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Bonus has positive impact on motivation

Moderately extent

58 (18.13%)

25 (31.25%)

Since p=0.012<0.05 and r=0.448 " (highest).

Extent

205 (64.1%)

48 (60%)

H, is supported. Bonus significantly affects

Highly extent

57 (17.81%)

7 (8.75%)

employee motivation.

Loan facilities give hig

her output

Some extent 2 (0.63%) 4 (5%) | Got p-value 0.000<0.05, and r=0.361 . H,
Moderately extent 28 (8.75%) 25 (31.25%) | failed to reject. There is a positive
Extent 165 (51.56%) 44 (55%) | relationship in case of loan facilities in the
Highly extent 125 (39.1%) 7 (8.75%) | banks.

Insurance facilities creating em

ployee satisfaction

Not at all

2 (0.63%)

1 (1.25%)

Since p=0.004<0.05, and r=0.371". H, is

Some extent

110 (34.4%)

30 (37.5%)

accepted. This is why; significantly

Moderately extent

163 (50.94%)

25 (31.25%)

insurance facilities create satisfaction.

Extent

38 (11.88%)

22 (27.5%)

Highly extent

7 (2.19%)

2 (2.5%)

Transportation facilities increasing satisfaction

Not at all

17 (5.31%)

7 (8.75%)

Got p=0.026<0.05, and r=0.323 . H, is

Some extent

182 (56.88%)

34 (42.5%)

confirmed. It is being observed that

Moderately extent

89 (18.44%)

21 (26.25%)

transportation facilities confirm satisfaction

Extent 30 (9.38%) 16 (20%) | among existing employees in the banks.
Highly extent 2 (0.63%) 2 (2.5%)

Salary deduction decreasing satisfaction
Some extent 1 (0.33%) 0 Here, it is found p=0.171>0.05, and
Moderately extent 60 (18.75%) 24 (30%) | r=0.298"". Salary deduction and employee

Extent

220 (68.75%)

47 (58.75%)

satisfaction insignificantly influence

Highly extent

49 (15.31%)

9 (11.25%)

motivation.

Stopped

increment creating

dissatisfaction

Some extent

1 (0.33%)

0

Due to p=0.268>0.05, and r=0.192 . H, is

Moderately extent

58 (18.13%)

18 (22.5%)

not accepted. There is a negative relationship

Extent

200 (65.31%)

55 (68.75%)

between postponed increment and

Highly extent

52 (16.25%)

7 (8.75%)

dissatisfaction.

Stopped profit sharing increases dissatisfaction

Not at all

1 (0.33%)

0

It is resulted that, p=0.031<0.05, and

Moderately extent

51 (15.94%)

24 (30%)

r=0.202"". It is confirming that profit sharing

Extent

210 (65.63%)

47 (58.75%)

increases satisfaction.

Highly extent

58 (18.13%)

9 (11.25%)

NB. Public Bank means Nationalized or State-owned Banks,

6.3.4 Exploratory Factor Analysis for Financial and Other Monetary Benefits

Table 6.12: Descriptive and test results for EFA of financial and other monetary benefits

Financial benefits and other monetary benefits Mean SD | Test result
Handsome salary influences (Handsome salary) 3.84 0.51
Profit sharing can motivate (Profit sharing) 3.78 0.73 KMO=0.83

— 2=933.

Bonus has positive impact (Bonus) 3.95 0.61 X df9333;33
Loan facilities give higher output (Loan facilities) 4.17 0.70 p-valu.e: 0.000
Insurance facilities influence satisfaction (Insurance) 2.83 0.77 N=400
Transportation increases satisfaction (Transportation) 2.48 0.81 Extraction: PCA
Salary deduction decreases satisfaction (Salary deduction) 3.91 0.58 Data are

- —— - - excellent fit for
Stopped increment creates dissatisfaction (Stopped increment) 3.95 0.59 EEA
Stopped profit sharing affects satisfaction (Stopped profit sharing) | 3.97 0.62
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Table 6.12: shows that the minimum mean value (2.48 and 2.83) of
transportation and insurance facilities. It was being observed that loan facility has been
entertained with the existing employees. The other factors are moderately good (mean
values near to 4 scale).

Table 6.13: EFA and total variance explained for financial and other monetary benefits

Communalities: Financial and Other — Total Variance _Explalned
Monetary Benefits In_|t|al (1.00) Extraction Sums of Remarks
Eigenvalues Squared Loadings on
Components Initial Extraction Total % of Total % of loadings
Variance (>1) Variance
1. Bonus 1.00 0714 | 351 39.050 3.514 39.05 | Loaded
2.Insurance 1.00 0.711 1.17 13.003 1.170 13.00 | by 64%
3.Transportation 1.00 0.705 1.10 12.256 1.103 12.26
4.Stopped increment 1.00 0.680 0.72 7.967 - - -
5.Loan facilities 1.00 0.666 0.61 6.811 - - -
6. Stopped proft_share 1.00 0.635 0.55 6.153 - - -
7.Profit sharing 1.00 0.624 | 0.49 5.460 - - -
8. Handsome salary 1.00 0.560 0.46 5.091 - - -
9. Salary deduction 1.00 0.492 0.38 4.210 - - -
Values of all components extraction are >0.40°. Total variance explained and loaded covering (1+2+3)

64.31%.

Table 6.13 shows that extraction values of three components are more than 40%
the communality from 1 to 3 out of nine factors. There are three factors with
Eiganvalues (bonus, insurance and transportation 1.248) more than 1.00. That means,
these three components are highly loaded and covered 64% (39.05 +13.00+12.26) of the
total variance explained as Eigenvalues for employee motivation. Employees want to
get the three components. Banking sector should review these three factors.

Scree Plot

“ Figure 6.1 shows the scree plot
of Eigenvalues and depicting
two factors are constructing
elbow-shaped and maximum
proportion variance IS
& explained in the graph. The
top three communalities have
been extracted i.e., impact of
bonus, insurance and

Eigenvalue
i

T T T T T T T T
1 2 3 4 5 [} 7 & 9

Component Number

Figure 6.1: Scree plot of financial & non-financial benefits ~ transportation  facilities  are
significant in the study.

® Ajai S. Gaur and Sanjaya S. Gaur, Statistical Methods for Practice and Research, 2nd edn (New
Delhi: Response Books, 2009):143.

139




Employee Benefits and Motivation

6.3.5 Measuring Effective Factors of Financial and Other Monetary Benefits

through SEM

This section confirmed the effective factors of financial and other monetary facilities for

which existing employees may inspire to perform. SEM explores the most effective

factors through the latent factors.

-+ Var32_1

3.8|

Var32_2
3.8

- Var32_3
4
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4.2

q Var32_5
2.8

-4 Var32_6
2.5
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] Var32_8
4

o VVar32_9
4

Figure 6.2: SEM path of financial & other monetary benefits

Figure 6.2 SEM depicts the two latent factors of the constructed variables. It is

being remarking that the financial (LF1; coef. values is 0.11) and Other Monetary

benefits (LF2; estimated coefficien. value is 0.11) along with overall estimated result

0.069. All the mean values of all factors are also provided by the figure.

Table 6.14: Measurement for SEM: Financial and other monetary benefits

Factors (Measurement)

| Coef.

| SE |

z

| p>z

| 95% Conf. Interval

Financial Benefits (Latent variable: LF1)

Var32_1(Handsome salary <- [
1 | (constrained)

_cons 3.84 0.026 150.6 0.000 3.790 3.900
Var32_2(Profit sharing) <-

1.579 0.170 9.3 0.000 1.246 1.911
_cons 3.783 0.037 | 103.76 0.000 3.711 3.854
Var32_3(Bonus impact) <-

1.330 0.147 9.04 0.000 1.042 1.618
_cons 3.953 0.030 | 130.64 0.000 3.893 4.012
Var32_4 (Loan facilities) <-

1.153 0.145 7.94 0.000 0.869 1.438
_cons 4.168 0.035| 118.39 0.000 4.099 4.236
Var32_5 (Insurance) <-

1.043 0.141 7.38 0.000 0.766 1.320
_cons 2.83 0.039 73.53 0.000 2.755 2.905
Var32_6(Transportation) <-

1.119 0.154 7.26 0.000 0.817 1421
_cons 2.475 0.041 60.88 0.000 2.395 2.555
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Other Monetary Benefits (Latent variable: LF2)

Var32_7 ( Salary deduction) <-
1 | (constrained)

_cons 3.905 0.029 | 135.58 0.000 3.849 3.962
Var32_8 (Stopped increment) <-

1.162 0.180 6.47 0.000 0.810 1.514
_cons 3.953 0.029 | 134.37 0.000 3.895 4.010
Var32_9(Stopped profit) <-

1.078 0.200 5.38 0.000 0.685 1.470
_cons 3.973 0.031 | 129.28 0.000 3.912 4.033
var(Financial; LF1) 0.113 0.019 0.081 0.158
var(Other Monetary; LF2) 0.106 0.028 0.064 0.178
Cov(Financial Other Monetary) 0.069 0.014 5.01 0.000 0.042 0.096
var(e.Var32_1) 0.147 0.015 0.120 0.179
var(e.Var32_2) 0.248 0.044 0.176 0.353
var(e.Var32_3) 0.165 0.020 0.130 0.210
var(e.Var32_4) 0.344 0.033 0.286 0.414
var(e.Var32_5) 0.464 0.038 0.396 0.545
var(e.Var32_6) 0.517 0.039 0.446 0.600
var(e.Var32_7) 0.225 0.032 0.171 0.298
var(e.Var32_8) 0.202 0.037 0.140 0.291
var(e.Var32_9) 0.253 0.036 0.192 0.334
cov(e.Var32_2.e.Var32_1) -0.015 0.017 -0.9 0.37 -0.047 0.018
cov(e.Var32_7,e.Var32_1) 0.026 0.012 2.15 0.032 0.002 0.049
cov(e.Var32_3,e.Var32_2) 0.021 0.020 1.09 0.276 -0.017 0.060
cov(e.Var32_8,e.Var32_2) -0.016 0.016 -0.95 0.342 -0.047 0.017
cov(e.Var32_4,e.Var32_3) 0.045 0.017 2.65 0.008 0.012 0.079
cov(e.Var32_9,e.Var32_3) 0.007 0.013 0.58 0.561 -0.018 0.032
cov(e.Var32_5,e.Var32_4) -0.035 0.020 -1.69 0.091 -0.074 0.006
cov(e.Var32_7,e.Var32_4) 0.009 0.016 0.55 0.585 -0.022 0.039
cov(e.Var32_6,e.Var32_5) 0.170 0.030 5.6 0 0.110 0.229
cov(e.Var32_7,e.Var32_6) 0.034 0.018 1.86 0.063 -0.002 0.070
cov(e.Var32_8,e.Var32_7) 0.007 0.024 0.32 0.753 -0.039 0.053
cov(e.Var32_9,e.Var32_8) 0.031 0.026 1.19 0.234 -0.020 0.081

Log likelihood = -2551.95; LR test: independent vs. saturated: chi2(36) = 935.90 Prob>chi2 = 0.0000

This Table 6.14 gives information about how the model is specified by listing
the observed variables mentioning with coefficient values of the latent factor (LF1)
Financial Facilities (#=0.11) are handsome salary ((#=1, constrained), profit sharing
(#=1.579>1), bonus ($=1.330>1), loan facilities ($=1.153>1), insurance (5=1.043>1),
transportation ($=1.119>1). Similarly, the table shows information on how the model is
specified by listing the observed variables are salary deduction (#=1, constrained),
stopped increment ($=1.162>1), stopped profit sharing (5=1.078>1) and the latent
variable (LF2) Other Monetary Benefits (5=0.11).

The study has got the standardized factor loadings because of the variance for financial
benefits have been set to 1 to scale the latent variable and for model identification. The
standardized factor loading for the profit sharing variable is 1.579, (>1.00) meaning that

a one standard deviation increased in financial benefits leads to a 1.579 standard
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deviation increased in the response to the profit sharing in the model. The remaining all
other factors arethe strongest factor loading of the latent factor financial benefits since
the coefficient values are greater than 1 (coef. values>1); therefore, it is the best
measure of Financial Benefits. Similarly, the standardized factor loadings because the
variance for Other Monetary Benefits has been set to 1 to measure the latent variable
and for model identification. The standardized factor loading for the stopped increment
variable is 1.162, meaning that a one standard deviation increased in stopped increment
leads to 1.162 standard deviation increases in the response to the non-financial in the
model. The test statistic value highly significant (p-value=0.000<0.05) at 5% level of
significance. The model chi-square value, ¥°(36) = 935.90, Prob > chi? = 0.000, is highly
statistically significant indicating the model reproduces the observed co-variance among
all factors very well. Null hypothesis fits in this case. The p-value of 0.000 is less than
.05, the typical cut-off for the test, which means that the null hypothesis is rejected and
the model fits well. With all of the levels of model fit measures taken together, the
overall model fits extremely well meaning that the latent variable specified as Financial
Benefits and Other Monetary Benefits are strongly related to the all factors used to
quantify it. The output also provides with the chi-square value of 935.90, with the
degree of freedom 36, and the significance of the chi-square test (i.e. p<0.001).
Therefore, Employee Motivation = f (Financial Benefits + Other Monetary Benefits).

Hypothesis: There is an effect of financial and non-financial benefits of employee
motivation.

Table 6.15: Results of path coefficients of financial and other monetary benefits

Hypothesized Structural Path p-value | Coef. Results Relationship
Motivation<- Financial Benefits 0.000 0.110 | Hay: supported | Direct effect
Motivation <- Other Monetary Benefits 0.000 0.110 | Ha,; supported | Direct effect

Motivation<- Financial & Other Monetary | 0.000 0.220 | Has; supported | Direct effect
Benefits

Therefore, it was observed that all null hypotheses are rejected and alternative
hypotheses are supported this is why there is a strong effect of financial and other

monetary benefits on employee motivation of the sampled banks (Table 6.15).

6.4 Job Security (Fringe Benefits) and Employee Motivation

Fringe benefits are the additional benefits paid to an employee above the salary

specified for performing a particular service. Benefit of certain limitation such as social
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security has been considered. The first is social and health insurance required by law

such as medical, accidental, GPF, CPF, family benefits after retirement (FBAR) etc. In

this section the factors of fringe benefits covering the job security in the banks.

6.4.1 Statistical Analysis on Fringe (Job Security) Benefits in the Sampled Banks

Table 6.16: GPF (General pension fund)

Perception Freq. % Remarks
Never 221 55.3 Table 6.16 showed that 55.3% (majority) of
Very Often 6 15 the employees did not receive GPF. 43.3% of
Always 173 43.3 entertained by GPF facilities.
Total 400 100.0
Table 6.17: CPF (Contributory provident fund)
Perception Freq. % Remarks
Never 173 43.3 Table 6.17 explained that 50.3% (majority) of
Sometimes 4 1.0 the employees received CPF. Both public and
Very often 22 55 private banks ensured CPF.
Always 201 50.3
Total 400 100.0
Table 6.18: Medical benefits (MB)
Perception Freq. % Remarks
Never 1 0.3 | Table 6.18 showed that majority of
Sometimes 3 0.8 | respondents (52.8% and 46.3%; very often and
Very often 211 52.8 | always) receiving medical benefits.
Always 185 46.3
Total 400 100.0
Table 6.19: Accidental death benefits (ADB)
Perception Freq. % Remarks
Never 103 25.8 From the Table 6.19 researcher has found that
Sometimes 192 48.0 48% of the employees receiving accidental
Often 74 185 benefits (sometimes). About 26% of the
Xfry often 292 gg employees do not get accidental benefits. This
ways : o o
Totl 200 1000 facility varied in terms of employment status.
Table 6.20: Child education allowances (CEA)
Perception Freq. % Remarks
Never 73 18.3 | The study (Table 6.20) being found that 45%
Sometimes 9 2.3 | of participants got child education allowances.
Often 4 1.0 | It has also found that only public bank gives
Very often 180 45.0 | child education allowances.
Always 134 33.5
Total 400 100.0
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Table 6.21: Family benefits after retirement (FBAR)

Perception Freq. % Remarks

Never 206 51.5 | Table 6.21 depicted that 51.5% (highest) of the
Sometimes 8 2.0 | employees do not get family benefits after
Often 4 1.0 | retirement. Private bank does not entertain this
Very often 32 8.0 | facility because it is related to GPF.

Always 150 37.5

Total 400 100.0

6.4.2 Score Matrix of Fringe Benefits Reflecting Job Satisfaction and Motivation

This section has shown the investigations on the level of satisfaction regarding fringe
benefits or job security (JS) entertained by the banks. The score is developed from the
frequency distribution perceived by the existing employees on job security related
factors (Table 6.22).

Table 6.22: Score of high and low motivation level on FB/JS (>median=200 or 50%)

FB High Moderate Low Observation on level of satisfaction
GPF 179 (44.8%) 0 221 (55.33%) | Inconsistent between GPF and CPF in terms
CPF 223 (55.8%) 0 177 (44.3%) of public and private banks.

MB 396 (99%) 4 (1.1%) 0% Majority employees are receiving MB.

ADB 31 (7.8%) 74 (18.5%) 295 (74%)) Dissatisfaction exists on accidental case.
CEA 314 (78.5%) 4 (1%) 81 (20.6%) Public banks providing CEA.

FBAR 182 (45.5%) 4 (1%) 214 (54%0) Dissatisfaction presents on FBAR.

The above analysis (Table 6.16 to 6.22) shows the results that employees of
public banks are entertaining the GPF and CPF facilities covering the accidental and
retirement benefits. But in the private it is observed that employees can receive the CPF
facility only. That’s why; facilities provided involved in the fringe or job security show

a significant difference between nationalized or public and private banks.

6.4.3 Bivariate Analysis of Fringe Benefits for Employees’ Job Security

Researcher has developed the Bivariate and Correlation Matrix based on the elements of
fringe benefits perceived by the employees in the banks. In this part it has been noticed
the impact of FBs on motivation through using the Chi-square test and Fisher’s Exact p-
value (Table 6.23). Family benfits after retirement (FBAR) shows the highest

correlation and significant impact of employee motivation (r =0.959).
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Table 6.23: Matrix for bivariate analysis on fringe benefits (FBs) and motivation

FBs & Scale (%)

Pearson Correlation, Chi” test of Fisher’s Exact p-value

VO (4) + A (5)

0=0.01" ¢=0.05" (2-tailed)

Effect of FBs on Employee Motivation

GPF (44.8%)

r=1 (cons); perfect correlation
p-value 0.000<a; He, rejected

GPF is significantly related to employee
motivation.

CPF (55.8%) r=(-0.976)" There is significant relationship between CPF
p-value 0.000<o; Ho, rejected and motivation.

MB (99%) r=0.222" Medical allowances influence motivation
p-value 0.000<o; Hos rejected significantly.

ADB (7.8%) r=0.192" Accidental death benefits strongly influence
p-value 0.000<a; Ho, rejected motivation.

CEA (78.5%) r=0.481" Child education allowance confirms influence

p-value 0.000<a; Hos rejected

motivation.

FBAR (45.5%)

r=0.959" (highest)
p-value 0.000<a;Hog rejected

It is evident that family benefits after
retirement strongly influence motivation.

Source: Matrix Table compiled from primary data output by researcher

6.4.4 Factor Analysis of Fringe Benefits

Table 6.24: Descriptive and EFA for fringe benefits (Job security)

Fringe benefits (Job Security) Mean SD Test result
General Pension Fund (GPF) 2.775 1.978 KMO=0.785
Contributory Provident Fund (CPF) 3.185 1.944 %2=2407.991
Medical benefits (MB) 4.440 0.568 df.=15
Accidental death benefits (ADB) 2.105 0.925 Sig.=0.000
Child education allowances (CEA) 3.733 1.418 N=400
Family benefits after retirement (FBAR) 2.780 1.903 EM=PCA

Extraction: Principal Component Analysis (PCA); Remarks: Data are statistically significant and
excellent fit for EFA.

Table 6.24: shows that the mean value (4.440>4.0) of medical facility which has
represented maximum of very often. Lower mean values of GPF, accidental benefits and

family benefits after retirement are 2.775, 2.105 and 2.780 respectively which are less

than 3 meaning that little true. Private bank does not entertain the GPF and child

education allowances.

Table 6.25: EFAand total variance explained for fringe benefits (Job security)

e . Total Variance Explained
Communalltleg.eé:urrlirlge Benefits/Job In_itial (1.00) Extraction Sums of
y Eigenvalues Squared Loadings Remarks
Components Initial | Extraction | Total % of Total % of Variance Ioag?ngs
Variance >1)
1. GPF 1.000 0.956 | 3.327 55.445 | 3.327 55.445 Loaded
2. FBAR 1.000 0.938 | 1.095 18.243 | 1.095 18.243 by 74%
3. CPF 1.000 0.932 | 0.905 15.086 - - -
4. ADB 1.000 0.690 | 0.596 9.933 - - -
5. CEA 1.000 0.593 | 0.057 0.953 - - -
6. MB™ 1.000 0.312 ] 0.020 0.340 - - -

“Extraction is <0.40. Total variance explained and loaded covering (1+2) ~74%.
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Table 6.25 shows that extraction values of five components are more than 40%
the communality from 1 to 5 out of the nine factors. There are two factors with
Eiganvalues (GPF and family benefits after retirement: 3.327 and 1.095) more than
1.00. That means, these two components are highly loaded and covered 74% (55.445
+18.243) of the total variance explained as Eigenvalues for employee motivation.
Employees desire to get GPF results family benefits after retirement. It has been
observed that both public (since 2008) and private bank offer CPF. These two
components are most significant for employee motivation. Banking sector should

reevaluate these three factors.

Scree Plot

. Figure 6.2 shows the scree
plot of Eigenvalues and
S depicting two factors are

forming elbow-shaped and
maximum proportion variance
is explained in the graph. The
" top two communalities have
been extracted i.e., GPF and
"] , , , family benefit after retirement

T T T
1 2 3 4 =l B

Component Number (FBAR) are most significant.

Eigenvalue
T

Figure 6.3: Scree plot of fringe benefits (Job security)

6.4.5 Measuring the Effective Factors of Fringe Benefits through SEM
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Figure 6.4: SEM of job security (Fringe benefits)

Figure 6.4 shows the laten factor (LF) of the SEM constructs. The estimated coefficient
value of the LF is 3.78 explaining mean values (33.1 to 33.6) of all variables shown in

the figure.
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Table 6.26: Measurement for SEM of job security

Factors (Measurement) | Coef. | Std.Err. | z | p>z | 95% Conf. Interval
Job Security (Latent factor)
Var33_1(GPF) <-
1 | (constrained)

_cons 2.775 0.099 | 28.05 0.000 2.581 2.969
Var33 2 (CPF) <-

-0.966 0.012 | -82.65 0.000 -0.989 -0.943
_cons 3.185 0.097 | 32.76 0.000 2.995 3.376
Var33_3(Medical) <-

0.064 0.015 4.4 0.000 0.035 0.092
_cons 4.44 0.028 | 156.44 0.000 4.385 4.496
Var33_4 (Accidental) <-

0.097 0.028 3.5 0.000 0.043 0.152
_cons 2.105 0.046 45.5 0.000 2.014 2.196
Var33_5 (Child edu) <-

0.350 0.037 9.53 0.000 0.280 0.422
_cons 3.733 0.071 | 52.64 0.000 3.594 3.872
Var33_6 (Family benefits) <-

0.953 0.071 13.38 0.000 0.813 1.093
_cons 2.78 0.095 | 29.22 0.000 2.594 2.967
var(Job security) 3.781 0.272 3.284 4.353
var(e.Var33_1) 0.123 0.269 0.002 8.899
var(e.Var33_2) 0.241 0.272 0.026 2.202
var(e.Var33_3) 0.305 0.037 0.241 0.387
var(e.Var33 4) 0.819 0.072 0.690 0.972
var(e.Var33 5) 1.546 0.105 1.353 1.767
var(e.Var33_6) 0.178 0.279 0.008 3.847
cov(e.Var33 2.e.Var33 1) -0.093 0.272 -0.34 0.733 -0.626 0.441
cov(e.Var33_3,e.Var33_2) 0.016 0.017 0.92 0.359 -0.018 0.050
cov(e.Var33_4,e.Var33_2) 0.006 0.020 0.27 0.786 -0.034 0.045
cov(e.Var33_4,e.Var33_3) -0.011 0.030 -0.36 0.717 -0.070 0.048
cov(e.Var33_5,e.Var33_3) 0.099 0.036 2.72 0.007 0.028 0.170
cov(e.Var33 5,.Var33 4) -0.227 0.060 -3.81 0 -0.344 -0.111
cov(e.Var33_6,e.Var33_5) 0.030 0.096 0.31 0.759 -0.160 0.218

LR test: independent vs. saturated: chi2(36) = 935.90 Prob>chi2 = 0.0000

The Table 6.26 shows information on how the SEM is specified by listing the
observed variables with coefficient values of the latent variable job security
(B=3.781~3.80) are GPF (B=I1, constrained), CPF (B= -0.966), medical ($=0.064),
accidental benefits (f=0.097), child education allowance ($=0.350), and family benefits
after retirement (p=0.953). All these factors’ coefficient values are <1. But it being
observed that family benefits after retirement is the most effective factor. Researcher has
found the standardized factor loadings because the variance for job security being set to
1 to measure the latent variable and for model identification. The standardized factor
loading all factors are the less effective and significant factors as because the coefficient
values are less than 1. Among these family benefits after retirement (=0.953) is the

strongest factor.
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The model chi-square value, ¥*(36) = 935.90 Prob>chi?® = 0.0000, is highly
statistically significant (p-value <0.05) indicating the model reproduces the observed co-
variance among all factors very well. The null hypothesis is that the model fits perfectly.
The p-value of 0.000 is less than .05, the typical cut-off for the test, which means that
the null hypothesis is rejected and the model turns well. The overall model fits
extremely well meaning that the latent variable specified as job security is strongly
associated to the all factors applied to measure it. The output also provides with the chi-
square value of 935.90, with the degree of freedom 36, and the significance of the chi?
test (i.e. p<0.001). The equation may Employee Motivation = f (Job security). It may be

concluded that there is an association between job security and employee motivation.

6.4.6 Status of GPF, CPF and FBAR Entertained by the Public and Private Banks

The present status regarding GPF and CPF of the four state-owned or public and six
private banks has been highlighted on the basis of fringe benefits provided as per rules

and policy of the banking sector of Bangladesh.

Table 6.27: GPF and CPF and family benefits after retirement (FBAR)

. Bank & GPF CPF
Bank Established Category entertained entertained FBAR
SBL 1972 Public/nationalized Gngogg to CPF entertalr_1ed Entertained
Commercial . after COT‘V?”'.”Q
JBL 1972 and GPF up to into publlc_llm!ted Entertained
Conventional 2007 or (_:orpo_ratlzatlon,
ABL 1972 Bank GPF up to i.e., since 15 Entertained
2007 November 2007

RAKUB BKB 1977; Public and .
RAKUB 1987 | Specialized Bank | CNF 1987 ) Entertained

PBL 1959 GPF NOt CPF entertained NOF
entertained entertained

UBL 1965 GPF NOt CPF entertained NOF
entertained entertained

NBL 1983 Prlva_te GPF NOt CPF entertained NOF
Commercial and entertained entertained

DBBL 1995 Conventional GPF Not CPF entertained No';
Bank entertained entertained

BRAC 1995 GPF NOt CPF entertained NOF
entertained entertained

BRAC GPF Not . Not
Bank 2001 entertained CPF entertained entertained

Source: Division Offices of the Banks, Rangpur

The Table 6.27 showing GPF and CPF entertained by the banks are not the same
according to bank category. GPF is offered for those employees employed before the
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corporatization of the three public commercial and conventional banks like- SBL, JBL
and ABL. After 15 November 2007 recruited employees are treated as CPF. RAKUB is
a government and specialized bank and its employees are entertained GPF and their
families getting retirement facilities. In this regard employees’ satisfaction varies of the

banks. Private Banks always entertain CPF for their employees.

6.4.7 Incentives and Individual Performance of the Respective Banks

Banking organization provides different types of incentives on the basis of year wise as
well as individual performance. Here are the highlights given below the distribution of

incentives of the ten banks. In this case, it has been shown the variation of incentives as

per the policies of different banks (Table 6.28).

Table 6.28: Distribution and entertainment of yearly incentives and individual performance

Name of Distribution of Incentive based Variation of Status on
the Bank incentives incentives incentives
SBL Yearly and equal Yearly on organizational No variation
distribution productivity
JBL Yearly and equal Yearly on organizational No variation .
S S Similar status
distribution productivity
ABL Yearly and equal Yearly on organizational No variation
distribution productivity
RAKUB” Yearly and equal Yearly on organizational No variation | Not same due to
distribution productivity postponed
PBL Yearly and equal Yearly on organizational No variation
distribution performance Same status but varies
UBL Yearly and equal Yearly on organizational No variation | bank to bank in the
distribution outcomes number of incentives
NBL Yearly and equal Yearly on organizational No variation | given
distribution performance
DBBL Yearly but not Yearly on individual and Variation Not same due to the
equally distributed | organizational outcomes no. of incentives
PRIMEBL | Yearly but not Yearly on individual and Variation Not same due to the
equally distributed | organizational number of incentives
productivity given
BRAC Yearly but not Yearly on individual and Variation Performance but at
equally distributed | organizational least one incentive.
performance

Source: Rangpur Division and Zonal Offices of the Banks
" In 2018 incentive has not been entertained by RAKUB due to adjust the accumulated
loss of the previous years.

The Table 6.28 above shows that public limited banks distribute incentives
equally among employees on the basis of organizational output or higher profits. On

the other hand, private banks except NBL offer incentives among existing employees
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based on individual performance i.e., so the variation is found in this regard. It has also

been observed that number of incentives entertained in the different years by the

different banks but not same that depend on individual and organizational performances.

6.5 Leave Benefits (LBs) in the Banks

Many companies offer vacation benefits that allow employees to take time off from

work for a variety of reasons. A waiver of benefits - paid, unpaid or partially paid - is

usually a settlement between the employer and the employee, or employee

representatives. The banking organizations offer the different kinds of leave benefits for

their existing employees they enjoy. In this section the researcher has examined the

various leaves enjoying by the existing employees in the banks (Table 6.29 to 6.41).

6.5.1 Statistical Analysis of Leave Benefits in the Banks

Table 6.29: Maternity leave (MtL)

Perception Freq. % Remarks
Never 4 1.0 | It is found that (Table 6.29) the highest number of
Very often 92 23.0 | the employees being got maternity leave.
Always 304 76.0
Total 400 100.0

Table 6.30: Paternity leave (PtL)
Perception Freq. % Remarks
Never 382 95.5 | Table 6.30 shows that 95.5% of the respondents do
Sometimes 2 0.5 | not get paternity leave. It has being observed very
Often 1 0.3 | few number of the private bank gives paternity
Very often 12 3.0 | |eave.
Always 3 .8
Total 400 100.0

Table 6.31: Medical leave (MdL)
Perception Freq. % Remarks
Never 4 1.0 | It has noticed (Table 3.31) that majority (56+41.8)
Sometimes 2 0.5 | % of the employees being got medical benefits.
Often 3 0.8
Very often 224 56.0
Always 167 41.8
Total 400 100.0
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Table 6.32: Study leave for higher education and development (StL)

Perception Freq. % Remarks

Never 252 63.0 | It is being observed (Table 6.32) that 63% (highest)
Sometimes 110 27.5 | of the respondents do not get (never) study leave for
Often 27 6.8 | higher study to develop them.

Very often 9 2.3

Always 2 0.5

Total 400 100.0

Table 6.33: Recreation leaves with allowances consequitive three years (RcL)

Perception Freq. % Remarks

Never 72 18.0 | From Table 6.33 the researcher has got that 46.3% of
Sometimes 6 1.5 | the participants get recreation leave (after 3 years)
Often 18 4.5 | with allowances. Public bank gives this benefits is
Very often 185 46.3 | noticed.

Always 119 29.8

Total 400 100.0

Table 6.34: Mandatory leave year wise (MnL)

Perception Freq. % Remarks

Never 308 77.0 | It has noticed (Table 6.34 ) that majority number
Sometimes 12 3.0 | (77%) of the respondents replied that they do not
Often 6 1.5 | get yearly mandatory leave. It has also observed
Very often 40 10.0 | that this opportunity entertains by private bank
Always 34 8.5 limited.

Total 400 100.0

Table 6.35: Sabbatical leave (SbL)

Perception Freq. % Remarks

Never 383 95.8 | Table 6.35 shows that 95.8% (maximum
Sometimes 8 2.0 | number) of the employees do not have sabbatical
Often S 1.3 | leave opportunities from the banking job.

Very often 3 0.8

Always 1 0.3

Total 400 100.0

Table 6.36: Occasional leave: national, international, religious, sudden leave etc. (OcL)

Perception Freq. % Remarks

Never 1 0.3 | Table 6.36 shows that the 47.3% (majority) of
Sometimes 25 6.3 | the respondents get occasional leave benefits
Often 189 47.3 | form the job.

Very often 166 415

Always 19 4.8

Total 400 100.0

6.5.2 Observation on the Perception of Leave Benefits among Bank Employees

This part of the chapter has discussed on overall perception in case of leave benefits
entertained by the banks. It has observed that employees of the different banks face the
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challenges under pressure. Employees desire to get the flexibility with enjoying leave.

In this section an attempted to make a matrix on frequency distribution (Table 6.5.1).

Table 6.37: Scoring of high, moderate and low motivation level on LB (> 200 or, 50%)

LB High Moderate Low Observation on level of satisfaction

MtL 396 (99%) 0 4 (1%) Employees are not entertained paternity leave
PtL 16 (4%) 0 384 (96%) | and they desire to enjoy it.

MdL 391 (98%) 3 (1%) 6 (1.5%) Employees are satisfied with medical leave.
StL™ 11 (2.75%) 27 (6.8%) 362 (91%) | ~Confined scope in getting study leave for
RcL 304 (76%) 18 (4.5%) 76 (9.5%) | higher study in the banking sector.

MnL™" | 74 (18.5%) 6 (1.5%) 320 (81%) | ~ Public banks do not give mandatory leave
SO 4 (1%) 5 (1.3%) 391 (97.8%) | with after one year. It being observed that
OcL 185 (46%) 189 (47.3%) 26 (6.3%) | many private banks confirm this leave.

The above descriptive (Table 6.29 to 6.37) information shows the findings that

majority of the employees can not enjoy the paternity, study, mandatory, sabbatical

leaves and even the occasional leave like educational institutes they reported.

6.5.3 The Association and Impact of Leave Benefits for Bank Employee

This section has shown the association and relationship among the individual factors

involved in leave benefits through using bivariate analysis along with Pearson
Correlation (Table 6.38).

Table 6.38: Matrix of bivariate correlation on leave benefits (LBSs) and motivation

LB & Scale: (%)

Pearson Correlation, Chi’-test and Fisher’s Exact p-value

VO (4) + AL (5)

0=0.01" a=0.05" (2-tailed)

Relationships: Motivation and LB

MtL: 396 (99%)

r=1 (cons); perfect correlation

Significantly maternity leave influences

p-value 0.009<a; Ho, rejected motivation.

PtL: 16 (4%) r=(-0.349)" There is a negative relation between
p-value 0.000<a; Ho, rejected paternity leave and satisfaction.

MdL: 391 (98%) r=0.499" Strong association is found of medical leave
p-value 0.553<a; Hos rejected and motivation.

StL: 11 (2.75%) r=0.016 Study leave significantly affects employee
p-value 0.000<a; Ho, rejected motivation.

RcL: 304 (76%) r=0.191" Recreational leave significantly relates
p-value 0.000<a; Hos rejected employee satisfaction.

MnL: 74 (18.5%) r=(-0.444) Mandatory leave significantly affects
p-value 0.000<a; Ho rejected motivation.

SbL: 4 (1%) r=(-0.114)* Very few of the banks entertain sabbatical
p-value 0.296>a; Ho accepted leave. No relationship.

OcL: 185 (46%) r=0.144" Insignificant relationship between

p-value 0.140>0; Ho accepted

occasional leave and motivation.

Source: Matrix Table compiled from primary data output by the researcher
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6.5.4 Factor Analysis on Leave Benefits for Bank Employee

Table 6.39: Descriptive and EFA for leave benefits

Fringe benefits (Leave benefits) Mean SD | Test result
Materr.lity leave (MtL) 4.730 | 0.564 KMO=0 520
Paternity leave (PtL) 1.130 | 0.624 =947.76
Medical leave (MdL) 4370 | 0.632 df.=28
Study leave for higher education (StL) 1.498 | 0.763 Sig.=0.000 (p-value)
Recreation leave with allowances after 3 years (RcL) 3.683 | 1.388 N=400
Mandatory leave yearly (MnL) 1.700 | 1.366 Extraction: PCA
Sabbatical leave /periodic leave (SbL) 1.078 | 0.415 Remarks: Data are
Occasional leave (OcL) 3443 | 0695 | moderately fitfor EFA

Table 6.39 shows the mean value of maternity leave, and medical leave are
4.730 and 4.37 representing that these facilities entertaining by bank to the employees is
true. Paternity leave, study leave, sabbatical leave have been offered conditionally by
the banking sector. The mean values of these three factors are <2.0. Private bank offers

yearly mandatory leave for employees.

Table 6.40: EFA and total variance explained on fringe benefits (Leave benefits)

Total Variance Explained

Communalities: Leave Benefits Initial (1.00) Extraction Sums Remarks
. of Squared
Eigenvalues : on
Loadings )
itial . | % of Total % of Ihlghly

Components Initial | Extraction | Tota Variance | (>1) | Variance oadings
1. Recreation leave (3 years) 1.000 0.941 | 1.983 33.056 | 1.983 33.056 | Loaded
2. Mandatory leave (yearly) 1.000 0.927 | 1.328 22,127 | 1.328 22.127 | by 73%

3. Occasional leave 1.000 0.786 | 1.040 17.325 | 1.040 17.325
4. Sabbatical leave 1.000 0.610 | 0.850 14.168 - - -
5. Medical leave 1.000 0.595 | 0.697 11.618 - - -
6. Study leave 1.000 0.492 | 0.102 1.706 - - -

Table All extraction values > 0.40. Total variance explained and loaded covering (1+2+3) 73%.
Maternity and paternity loaded are reduced.

Table 6.40 shows that extraction values of six components are more than 40%
the communality values from 1 to 6 out of six factors. There are three factors with
Eiganvalues of recreation, mandatory and occasional leave are 1.983, 1.328 and 1.040
respectively more than 1.00. That means, these three components are highly loaded and
covered 73% (33.056 +22.127+17.325) of the total variance explained. Employees need
to get those types of leave. It is observed that private bank gives per year mandatory
leave and public bank ensures recreation leave every three years later. These three

variables are most substantial for employee motivation.
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Figure 6.5: Scree plot of leave benefits leave are the most
significant.

6.5.5 Fringe Benefits between Public and Private Bank

Table 6.41: Comparison of fringe benefits between public and private banks (compiled)

Fringe benefits: Pub_Bank Pri_ Bank Levene's Test for Equality of Variances
JSand LB Mean SD Mean SD Mean Difference F Sig.
GPF 3.21] 1.98 1.05] 0.44 2.16 | 2409.59 0.000<a
CPF 280 1.97 4731 0.60 -1.93 [ 1765.01 0.000<a
Medical benefits 4481 0.55 430 0.60 0.18 2.37 0.125>a
Accidental death 206 0.87 228 111 -0.21 16.87 0.000<a.
Child education 436 0.66 1.21] 0.59 3.15 11.56 0.001<a
FBAR 321 1.89 1.08 | 0.35 2.13 | 1072.60 0.000<a.
Fringe_JS_Avge 335 1.32 2441 0.62 0.91 879.67 0.021<a
Maternity leave 477 0.54 4591 0.63 0.18 8.80 0.003<a
Paternity leave 1.041 0.39 1481 1.09 -0.43 134.9 0.000<a.
Medical Teave 4421 061 476 0.68 0.26 6.36 0.012<0.
Study leave 1511 0.7/ 1441 0.74 0.08 0.29 0.588>a
Recreation leave 4311 0.60 116 | 0.51 3.15 29.22 0.000<a.
Mandatory Teave 106 031 4281 0.80 -3.22 126.09 0.000<0.
Sabbatical Teave T071 0.39 TI37] 051 -0.06 5.05 0.25>a
Occasional leave 3471 0.69 3.34 [ 0.69 0.13 0.39 0.533>a
Fringe LB _Avge 2711 054 2701 071 0.0 38.90 0.I73>a
Overall 3.031 0793 256 0.66 0.46 459.78 0.097>a

NB. Public Bank means Nationalized or State-owned Banks, Statistically  Significant @ 0.05 (o) and not
significant @ 0.05.

From Table 6.41 it is being found that the strong and significantly effective factors,
namely GPF, CPF, accidental death benefits, child education allowances (p<0.05).
Researcher confirms here that the highly effective factor which is family benefits after

retirement (FBAR) in the context of Bangladesh (p-value 0.000). Relatively it can be
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explained that overall job security (JS) is the most significant factor in case of employee

motivation in the banking sector of Bangladesh (p-value 0.021<a).

6.6 Test of Normality of Motivation

Regression Model

Histogram

Dependent Variable: Employee_Maotivation
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L
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Figure 6.6: Histogram of employee motivaton
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Figure 6.7: P-P plot of employee motivaton

6.6.1 Regression Analysis on Employee Benefits and Motivation

Table 6.42: Coefficients® of employee benefits (financial and fringe)

Estimated 95%
Factors of E_mployee Coefficients i _ Confidence E_Statistic
Benefits - Sig. Interval for B
. . . - statistic (p-value)
(Financial and Fringe) Regression
o SE LB UB
Coefficient
(Constant) 1.475 | 0.207 7.127 1 0.000 | 1.068 | 1.882
Financial (FBs, ;) 0.372* (1) | 0.041 9.081 [ 0.000 [ 0.291 | 0.452 52.611
Other Monetary (OMBs, f,) 0.032 [ 0.039 0.808 | 0.420 | -0.046 | 0.109
Job Security (JS, 3) -0.028 | 0.033 -0.847 | 0.398 | -0.092 | 0.036 (0.000)
Leave Benefits (LBs, ) 0.352*(2) | 0.074 47841 0.000 | 0.208 | 0.497
a. Dependent Variable: Employee Motivation, (b). Predictors: (Constant), Leave Benefits, Other Monetary

Benefits, Job Security, Financial Benefit

c. R'square ~59% , (d) Durbin-Watson 1.742

6.6.2 Fitted Regression Model on Financial and Fringe Benefits

The fitted of the regression model as shown from the Table 6.42. It can be written as the

fitted following regression model as equation form.

The fitted multiple regressions model can be written as:

EM = 1475 = (Q) + 0.372 x FBs + 0.032 * OMBs — 0.028 * JS + 0.352 % LBs
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The 1, B2 B3, and B4 coefficients findings are 37.5%, 3.2%, 2.8%, and 35.2% (t-
statistic, 9.081, 0.808, -0.847, and 4.784; p-values are 0.000, 0.420, 0.398, and 0.000
respectively) times influence of financial, other monetary, job security and leave benefits
the employee motivation. The coefficients results are statistically significant p-values are
less than 0.05 level of significant in case of financial and leave benefits but insignificant
of the other monetary and job security. The p-value of the model is 0.000 (F, 52.611).
Therefore, motivation directly influenced by employee benefits in the banks.

6.7 Discussion on Findings

It has been observed that the existing benefits of salary, profit sharing, bonus and
facilities are satisfying the employees. These financial benefits show a high level of
satisfaction. But low levels of satisfaction have been found in insurance and
transportation facilities. The cuts in salaries, the interruption of growth and the
suspension of profits will inevitably increase employee dissatisfaction in the banks.
Moreover, existing employees are dissatisfied in case of accidental death benefits along
with family benefits after retirement included in GPF. The respondents confirmed that
they are enjoying medical benefits. In the nationalized banks do have the GPF but the

private banks do not provide GPF and child education allowances.

In the leave benefits employees of the public banks are entertained by the
different types of leave except year wise mandatory leave. It also observed over the
study that there is a limited scope of sanctioning of study leave. In these cases,
employees’ satisfaction level shown at lower ones. Profit sharing and postponed of
increment are the most effective factors in terms of the latent factors viz. financial and

other monetary benefits.

Finally it can be concluded that employees do not always chase after money. In
such a situation, financial incentives cannot play a role in providing motivation. In this
situation, different measures have to be taken to motivate the employees such as
recognition of work, participation in democratic management, job security, fair work
environment, good behaviour, ensuring proper training facilities, professional

development etc.
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Chapter Seven
HRD and Work Environment

7.1 Background of HRD

The focus of HRD environment is how the banking industry confirms the human
resource development by organizing different issues internally and externally. It has
been highlighted the various factors namely enjoyable workplace, considering HR as the
most valuable assets, managers responsibilities for developing employees, human
resource planning (HRP), behavioral change programs, supportive culture for
developing skills & knowledge, equal opportunities for women.

This chapter has been discussed on the basis of three extents i.e., HRD Environment,
Training and Retention, and Quality of Work Life (QWL). The aim of the chapter is to
explore the effective factors of HRD environment, training and retention and QWL on

employee motivation. It represents the study objective number five and six.

7.2 Training and Retention

Training programs suit the needs of existing employees by pertaining positive attitudes,
action, skill, and especially the abilities of existing employees in any organization.
Training emphasizes on developing the performance for stabilizing the work force to
withstand the knowledge of technology and adaption for making organization as

dynamic having strong benefits of motivation and cost effectiveness.

Retention means long-term employment in the banking sector. Permanently
employed personnel will be devoted for achieving the goals of the organization. It
influences the sustainable effect on motivation. For ensuring the best performance
training and retention strategy can be developed affecting assigned tasks and
responsibilities of the employees as well.

7.3 Ergonomics and HRD

Ergonomics is how equipment and furniture can be arranged so that people can work
efficiently and comfortably or do other activities that serve as the motivational factor

which influences the existing employees in the banks. There is a correlation between
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ergonomics and HRD environment and QWL. There is a correlation between

ergonomics and HRD environment and QWL.

7.4 Significance of QWL

The term Quality of Work Life (QWL) was first introduced by Davis®, stated as:
“Improving the place, the organizations, and the nature of work can be lead to better

work performance and a better quality of life in the society”.

Ensuring the highest level of satisfaction it requires a good environment in the
workplace. The effect of working environment ultimately signifies the customer
satisfaction covering the good image of the banks in connection to competitive
sustainability and globalization.?** Highly motivated employees can contribute with
positive behavior towards giving bank’s customers satisfaction.**> Researchers have
showed in the study how employee job satisfaction being affected by demographic
factors especially wage changes and how to improve quality of work life can increase
the level of satisfaction and reduction stress, results lessening turnover.®®” Studies have
been explained that dissatisfaction associated to job complication, ceiled to individual
growth and limited support higher level management can protected by execution of
relaxing working hours, different developing programs and supports from all corners of

management, to increase the level of satisfaction among the existing employees.®

! Md. Zohurul Islam and Sununta Siengthai, “Quality of Work Life and Organizational Performance:
Empirical Evidence from Dhak Export Processing Zone”, Proceedings of ILO Conference on Regulating
for Decent Work: Geneva: International Labor Office, 2009.

2 Vinita Kaura, and Saroj Kumar Datta, “Impact of Service Quality on Satisfaction in the Indian
Banking Sector ”, IUP Journal of Marketing Management, 2012, Vol. 11 No. 3: 38-47.

® Sanjit Kumar Roy, C. Padmavathy, M. S. Balaji, and V. J. Sivakumar, “Measuring Effectiveness of
Customer Relationship Management in Indian Retail Banks”, International Journal of Bank Marketing,
2012, Vol. 30 (4): 246-266.

* Rachita Gulati, “Trends of Cost Efficiency in Response to Financial Deregulation: The Case of
Indian Banks. Benchmarking: An International Journal, 2015, Vol. 22 No. 5: 808-838.

® Fadzlan Sufian, Fakarudin Kamarudin, and Annuar Md Nassir, “Globalization and Bank Efficiency
Nexus: Empirical Evidence from the Malaysian Banking Sector. Benchmarking: An International
Journal, 2017, Vol.24, No. 5: 1269-1290.

® A. Shamsuzzoha and R. Shumon, “A Study of its Causes and Effects to Different Industries in
Bangladesh”, International Journal of Humanities and Social Science, July (Special Issue), 2010: 88-89.

! Patric Diriwaechter, and Elena Shvartsman, “The anticipation and adaptation effects of intra-and
interpersonal wage changes on job satisfaction. Journal of Economic Behavior & Organization, 2018,
Vol. 146: 116-140. DOI: 10.1016/j.jebo.2017.12.010.

® Michael P. Leiter, and Christina Maslach, “Areas of Work Life: A Structured Approach to
Organizational Predictors of Job Burnout”, in Perrewe, P.L. and Ganster, D.C. (Eds), Emotional and
Physiological Processes and Positive Intervention Strategies, 2003, Vol.3, Emerald Group Publishing
Limited: 91-134.
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Working conditions has been changing by the advanced technologies and dynamisms. It
has changed the work culture in manufacturing as well as service oriented organizations
like banks.” Work environment/QWL enhances productivity, increase level of
satisfaction, decreases turnover, absenteeism, reduces costs, possible to maintain quality
control, ensures performances, increases profits, and that more the most significant

issues for an organization to sustain in the competitive positions.:*4*!

This chapter includes two sections, namely (Section A) physical variables or
ergonomics or quality of working life/ work environment (QWL/WE) and (Section B)
HRD environment in the banking sector of Bangladesh. The objective of this chapter is
to measure the effect of work environment and HRD environment of employee
satisfaction and internal work atmosphere how affects the QWL of the existing HRs.
What types of physical factors affect existing employees’ quality of work life in the
bank? The chapter includes the different factors such as congenial workplace or healthy
environment, adequate lighting and ventilation, sophisticated equipment, availability of
fire extinguisher, child care unit (CCU), sexual harassment, internal environment and

retention, effect of overall work environment on QWL etc.

7.5 Effect of Training and Development, QWL and Retention on Employee
Motivation

Table 7.1: Effect of T&D, QWL and retention on employee motivation

Instruments of T&D Working condition Retention Overall
Investment Trying to improve internal W/E Fair recruitment
Seminars-workshops Good relationship Job security
Improving KSA Safety apparatus Leave policy
MBO Hyagienic elements Fringe benefits Securing
Participation Preference for day to day | TQM practice competitive

operational decisions advantage
Problem solving Immediately fulfilling vacancies Strategic partner
Issues and engagement Considering work load and stress | Equal treatment

with flexible practice

Effect/ Result
Commitment and loyal Lead to increase retention Responsible to | Differentiated
stability of tenure and
Highly motivated with feelings as a corporate citizen and devoted distinguished

Developed by researcher

° Ravindra Nath Mathur, Quality of Working Life of Women Construction Workers (New Delhi:
Commonwealth Publishers, India, 1989).

% Lloyd J. Suttle, Improving Life at Work: Problems and Prospects, In J.R. Hackman and J.L. Suttle
(eds). Improving Life at Work: Behavioral Science Approaches to Organizational Change (1-29),
(Goodyear Publishing Company: Santa Monica, California, 1977):1-29.

'M.K. Newaz, T. Ali, and 1. Akhter, “Employee Perception Regarding Turnover Decision in
Context of Bangladesh Banking Sector”, BRAC University Journal, 2007, Vol. 4, No. 2: 67-74.
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7.6 HRD Environment

HRD and Work Environment

The following are the factors involved in HRD environment which may influence the

employees’ behavior in the work place. From this section the study has found the effect

of HRD on employee motivation (Table 7.1 to 7.15).

7.6.1 Statistical Analysis of HRD Environment

The statistical investigation for justification of HRD environment the empirical results

are as follows:

Table 7.2: Top managers sense to ensure employees enjoy their work (Enjoying work)

Perception Freq. % Remarks

Somewhat true 25 6.3 | Table 7.2 shows that the majority of the
True 338 84.5 | respondents (84.3%) opined priority about top
Very much true 37 0.3 | managers’ sense enjoy employee’s work.

Total 400 100.0

Table 7.3: Top management trusting HRs are the most valuable asset (Valuable asset)

Perception Freq. % Remarks

A little true 1 0.3 Table 7.3 showing that the study has obtained
Somewhat true 46 11.5 that 71.3% (maximum) of the respondents
True 285 71.3 agreed about trusting HRs as the most
Very much true 68 17.0 valuable  asset considering by top
Total 400 100.0 | management.

Table 7.4: Managers observed HRD as their responsibility to develop (HRD responsibilities)

Perception Freq. % Remarks

Somewhat true 67 16.8 Table 7.4 shows that the researcher has found
True 287 71.8 that 71.8% (highest) of the employees stated
\ery much true 46 11.5 positively about manager observing HRD as
Total 400 100.0 | responsible for developing subordinates.

Table 7.5: HRP within the bank creating employee development (HRP_deve)

Perception Freq. % Remarks

Somewhat true 123 30.8 Table 7.5 shows that the highest number of
True 250 62.5 the respondents (63% and 6.8%) believe HRP
Very much true 27 6.8 within the bank developing HRs.

Total 400 100.0

Table 7.6: Succession plan is made developing employees (Succession_plan)

Perception Freq. % Remarks

A little true 2 0.5 Table 7.6 shows that the highest number of
Somewhat true 159 39.8 the participants (57% and 3%) witnessed
True 228 57.0 succession plan within structure emerging
Very much true 11 2.8 HRs.

Total 400 100.0
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Table 7.7: Managers believe employee behavior can be changed at any stage (Behavior_change)

Perception Freq. % Remarks

A little true 1 0.3 Table 7.7 shows that 48.8% of the
Somewhat true 195 48.8 respondents believe that employee behavior
True 193 48.3 can be changed in different environment.
Very much true 11 2.8

Total 400 100.0

Table 7.8: Culture is supportive to any employee by acquiring KSA (Supportive_culture)

Perception Freq. % Remarks

A little true 3 0.8 Table 7.8 shows that the maximum number
Somewhat true 173 43.3 (51% and 5%) of the employees given
True 204 51.0 priority about culture as the supportive
Very much true 20 5.0 factor in developing interest to employees.

Total 400 100.0

Table 7.9: HRD opportunities assisting to satisfy the employees (HRD_opportunities)

Perception Freq. % Remarks

Somewhat true 23 5.8 Table 7.9 shows that 69.3% of the
True 277 69.3 participants believe that HRD opportunities
Very much true 100 25.0 satisfy the existing employees in the
Total 400 100.0 | banking sector.

Table 7.10: Female employees do not face obstacles to receive T&D (EEO)

Perception Freq. % Remarks

Somewhat true 7 1.8 Table 7.10 shows that the majority (65%
True 133 33.3 strongly agreed) of the employees (male
Very much true 260 65.0 and female) get T&D facilities equally.
Total 400 100.0

7.6.2 Factors and Relationships of HRD Environment

Here is the association of the HRD environment in the banks has been shown through

scoring the frequency with Pearson correlation (Table 7.10).

Table 7.11: Score matrix of high frequency and Pearson correlation on HRD environment

HRD env. High Moderate r-value Observations

Enjoy_work 375 (94%) 25 (6%) r=1.00" | All the frequencies of HRD environment
Valuable asset 353 (88%) | 46 (12%) | r=0.488"" are > 50% (maximum). Therefore,
AR respors |38 (39 | 7 (17 | r=Ddza™ | SEton v ot v ot
HRD_deve 277 (69%) | 123 (31%) | r= 0'344“ sector. Succession plan shows the highest
Sucesn_plan 239 (60%) | 159 (40%) | r=0.555 positive relationship with HRD i.e., r=
Behav_change 204 (51%) | 195 (49%) | r=0.528"" 0.555"" and r=1.00" is the perfect
Supportive_cul 224 (56%) | 173 (43%) | r=0.409" | _ correlation (pc).
HRD_opporties 377 (94%) 23 (6%) = 0231 Correlation Sig. at 0.001 (2-tailed).
EEO 393 (98%) r=0.365 "
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The results of the above analysis (Table 7.2 to 7.11) show that the practices of

HRD in the banks are good. Besides, the succession plan is the highly correlated with

employee satisfaction.

7.6.3 Effect of HRD Environment on the Employee Motivation

Table 7.12: Matrix of bivariate analysis with highest frequency on HRD environment

HRD environment

Chi” of Fisher’s Exact Value Test (p-value) and Observation

(Scale: T and VT) Results, a=0.05 Observation

Enjoy_work (94%) 0.985; >a Employee enjoys the job insignificantly affecting
Ho: accepted satisfaction in the banks’ HRD environment.

Valuable asset (88%) 0.023; <a Considering manpower as a valuable asset significantly
Ho, rejected influence motivation of the employees.

HRD_respons (83%) 0.000; <a Observing HRD as the responsibility to develop subordinates
Hos rejected highly influences within the bank.

HRD_deve (69%) 0.000; <a. HRP development within the bank is highly associated with
Ho, rejected HRD environment in the banks.

Succsn_plan (60%) 0.001; <a. There is a strong relationship between succession plan and
Hos rejected HRD environment influencing motivation.

Behav_change (51%) 0.006; <a. Managers believe staff behavior can change and evolve
Hog rejected at any stage that is closely related to motivation.

Supportive_cul 0.684; >a Supportive culture to any employee insignificantly affects

(569%0) Ho- accepted motivation.

HRD_opporties 0.063;>a HRD informally affects opportunities to help bank

(94%) Hog accepted employees be satisfied.

EEO (98%) 0.288; >a There is no direct impact on the training of bank employees
Hog accepted as there is no discrimination between men and women.

From the above Table 7.12 it has been found that the existing staff being spoke

positively about the work environment other than the child care unit. In addition, female

employees protect themselves from harassment due to strict adherence to banking laws.

7.6.4 Practices of HRD Environment in the Public and Private Bank

Table 7.13: Status of HRD environment between public and private bank

HRD Public Bank Private Bank Levene's Test for Equality of Variances
environment Mean SD | Mean SD MD F Sig. Status
Enjoy_work 4031 | 040 4.025| 0.389 0.006 | 0.063 0.801 | Public>Private
Valuable_asset 4041 | 053 | 4088 | 0578 | -0.045| 2.287 0.131 | Private>Public
HRD_responsi 3913 | 052 | 4.088| 0556 | -0.175| 4.464 0.012% | Private>Public
HRP_Deve 3.703 | 056 | 3.988| 0539 -0.284| 24.20 0.000° | Private>Public
Successin_plan 3.566 | 056 | 3.838 | 0.462 | -0.272| 50.30 0.000° | Private>Public
Behav_change 3478 | 055| 3.763 | 0534 | -0.285| 11.93 0.000% | Private>Public
Supportive_cultre 3553 | 0.60| 3.800 | 0.560 [ -0.247 | 12.48 0.000° | Private>Public
HRD_opportuni 4203 | 053 | 4.150| 0.506 0.053 | 1.614 0.205 | "Public>Private
Fair T&D 4653 | 0.51| 4550 | 0.549 0.103 | 4.568 0.033" | Public>Private
Overall output 3905 | 053] 4.032| 0519 -0.127| 12.43 0.1319 | Private>Public

Remarks: MD= Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the Difference; Sig.
(2-tailed). The p-value 0.012% 0.000°, 0.000°, 0.000% 0.000°, 0.033", (p<0.05) and overall output 0.131°
insignificant p>0.05 i.e., (p>a).
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In Table 7.13 mean value of HRD opportunities and equally treatment of public
bank is greater than the private bank observed. Overall, (MD of public and private bank
were 3.905 and 4.032 respectively) HRD environment of private bank and its supportive
culture, behavioral change and development, considering employees as assets, HRP
planning and development factors are better than the public banking sector in
Bangladesh. HRD responsibility, HRP development, succession planning, training for
behavioral change, supportive culture and fair training and development have the strong
impact on the employee motivation (p-value 0.012% 0.000°, 0.000°, 0.000%, 0.000°,
0.033', since p<0.05).

7.6.5 Exploratory Factor Analysis of HRD Environment

Table 7.14: Descriptive statistics and EFA for HRD environment

HRD Environment Mean | SD Test result

Top managers sense to ensure employees enjoy their work | 4.030 | 0.393
(Enjoy_work)

Top management considering HRs are the most valuable asset | 4.050 | 0.542
(Valuable_asset)

Managers observe HRD as their responsibility to develop | 3.948 | 0.530 Kzl\f 703:20;53
subordinates within the bank (HRD_responsibility) X (;f _3’6
HRP within the bank make easy employee development | 3.760 | 0.565 o
(HRP_Deve) P
. . . value=0.000
Succession plan is made for developing the employees | 3.620 | 0.549 N=400
(Succession_plan) )
i i EM=PCA
The managers believe that employee behavior can be changed | 3.535 | 0.556 | .. ...
. Significantly
and developed at any stage of their career (Behav_change)
i ' i i data are good
The culture is supportive to any employee interested in | 3.603 | 0.596 and it for
developing by acquiring new knowledge and skills EFA

(Supportive_cul)

HRD opportunities assist to satisfy the employees | 4.193 | 0.521
(HRD_opportunities)

Female receive T&D opportunities fairly (Female_ T&D)/EEO | 4.633 | 0.518

Table 7.14 showed that the mean values of all the above nine factors of HRD
environment within >3 & 4 (extent or true or very often level). It has being observed
that the highest mean value of EEO (MV 4.633). Therefore, HRD environment has been
practicing in the banking sector of Bangladesh.
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Table 7.15: EFA and total variance explained on HRD environment

Total Variance Explained

Communalities: HRD Environment Initial (1.00) Extraction Sums of Remarks
Eigenvalues Squared Loadings on

Components Initial | Extraction Total VaO/rOi;rfce 'Eg'ia;l V:/roi;r]:ce loadings
1.Enjoying work 1.000 0.694 2.812 31.244 | 2.812 31.244 | 62.20%
2. Succession plan 1.000 0.686 1.465 16.278 1.465 16.278 | Loaded
3.Valuable asset 1.000 0.668 1.320 14.670 | 1.320 14.670
4. Female T&D 1.000 0.667 0.766 8.509 - - -
5. HRD opportnitis 1.000 0.666 0.671 7.451 - - -
6. Behavi_change 1.000 0.614 ] 0.578 6.428 - - -
7. HRP_deve 1.000 0.604 | 0.508 5.645 - - -
8. HRD_responsib 1.000 0.571 0.491 5.451 - - -
9. Supportive_cultr 1.000 0.428 0.389 4.323 - - -

All extraction values are more than 40% (>0.40).Total variance explained and loaded covering (1+2+3)

62.20%.

Table 7.15 showed that extraction values of nine components are more than 40%

the communality values from 1 to 9 out of nine factors. There are three factors with

Eiganvalues of enjoy work, succession plan and valuable asset are 2.812, 1.465 and

1.320 respectively more than 1.00. That means, these three components are highly
loaded and covered ~62.20% (31.244 +16.278+14.670) of the total variance explained.

Employees want to get enjoyable work place, making succession plan for future

responsibility and they think so that they are regarded as valuable asset. These three

factors are fundamental to the HRD environment for motivating employees in the

banking sector.
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7.6.6 Measuring the Effective Factors from HRD Environment

WS/

Y

Figure 7.2: SEM on HRD environment

Figure 7.2 shows the SEM for
HRD environment (as latent
factor; value is 0.014) in the
banking sector. The mean
values of all factors are also
shown in the houses (from 36.1
to 36.9) and the estimated
values are in the left.

Table 7.16: Measurement for SEM on HRD environment

Particulars (Measurement)

| Coef.

| S.E

| z

| p>z | 95% Conf. Interval

HRD Environment (Latent factor)

Var36_1 (Enjoy_work) <-
1 | (constrained)

_cons 4.03 0.012 | 205.32 | 0.000 3.991 4.068
Var36_2 (Valuable asset) <-

1.834 0.407 45| 0.000 1.035 2.632
_cons 4.05 0.027 | 149.77 | 0.000 3.997 4.103
Var36_3 (HRD_responsibility <-

2.170 0.491 4.42 | 0.000 1.209 3.132
_cons 3.948 0.026 | 149.27 | 0.000 3.896 3.999
Var36_4 (HRD_Developmnt) <-

3.112 0.854 3.64 | 0.000 1.438 4.786
_cons 3.76 0.028 | 133.48 | 0.000 3.705 3.815
Var36_5 (Succession_plan) <-

3.272 0.859 3.81 | 0.000 1.588 4.956
_cons 3.62 0.027 | 132.05 | 0.000 3.566 3.674
Var36_6 (Behavioral_change) <-

3.022 0.842 3.59 | 0.000 1.371 4.674
_cons 3.535 0.028 | 127.23 | 0.000 3.481 3.589
Var36_7 (Supportive_culture) <-

2.319 0.618 3.75 | 0.000 1.108 3.531
_cons 3.603 0.030 [ 1I21.01 ] 0.000 3.544 3.661
Var36_8 (HRD_opportunities) <-

0.916 0.303 3.03 | 0.002 0.323 1.509
_cons 4.193 0.026 | 161.24 | 0.000 4.142 4.243
Var36_9 (Fair_T&D) <-

0.603 0.287 2.1 0.036 0.040 1.166
_cons 4.633 0.026 | 179.16 | 0.000 4.582 4.683
var(HRD Environment) 0.014 0.007 0.006 0.037
var(e.Var36_1) 0.140 0.011 0.119 0.163
var(e.Var36_2) 0.243 0.012 0.208 0.286
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var(e.Var36_3) 0.212 0.018 0.180 0.250
var(e.Var36_4) 0.177 0.020 0.143 0.220
var(e.Var36_5) 0.146 0.017 0.117 0.181
var(e.Var36_6) 0.177 0.012 0.142 0.230
var(e.Var36_7) 0.277 0.021 0.237 0.322
var(e.Var36_8) 0.258 0.019 0.224 0.298
var(e.Var36_9) 0.262 0.019 0.228 0.302
cov(e.Var36_5,e.Var36_1) -0.036 0.011 -3.33 | 0.001 -0.057 -0.015
cov(e.Var36_9,e.Var36_1) -0.008 0.010 -0.77 | 0.442 -0.027 0.012
cov(e.Var36_8,e.Var36_2) 0.019 0.014 1.37 | 0.172 -0.009 0.045
cov(e.Var36_7,e.Var36_3) -0.004 0.014 -0.27 | 0.788 -0.031 0.023
cov(e.Var36_6,e.Var36_4) -0.010 0.016 -0.65 | 0.517 -0.041 0.021
cov(e.Var36_9,e.Var36_5) -0.006 0.012 -0.47 | 0.636 -0.029 0.018

Log likelihood= -2551.95; LR test: independent vs. saturated: chi2(36) = 734.21 Prob>chi2 = 0.0000

Table 7.16 showing information on how the SEM is specified by listing the
observed variables with coefficient values of latent factor HRD Environment ($=0.014)
are congenial work environment (=1 constrained: Enjoyable work environment), HR
valuable asset ($=1.834>1), HRD responsibilities (5=2.170>1), HRD development
(#=3.112>1), succession plan ($=3.272>1), behavioral change ($=3.022>1), supportive
culture ($=2.319>1), HRD opportunities ($=0.916 near to 1) and fair T&D (5=0.603<1,
or near to 1).

The study found standardized factor loads because the variant HRD
environment 1 was set to scale the latent variable and identify the model. The
standardized factors loading for the succession plan, variable and coefficient value is
£=3.272 which is >1; most effective and significant, meaning that standard deviation
increases in HRD Environment leads to a 3.272 standard deviation increases in the
response to the said factors effective in the model. The coefficient value of remaining
one factor that means fair T&D is near to 1 leads the model effective as well. Therefore,

it is the best measure of HRD Environment.

The model chi-square value, ¥*(36) = 734.21 Prob>chi® = 0.0000, is highly
statistically significant (p-value <0.05) indicating the model reproduces the observed
covariance among all factors very well. Null hypothesis (Ho) fits in this case. A p-value
of 0.000 is less than 0.05, the ideal cut-off for testing, which means the null
assumption is discarded and the model becomes better. The overall model fits
extremely well which means that the specific latent variable as the HRD
environment is directly involved in all the factors applied to measure CFA. The

output also provides with the chi-square value of 734.21, with the degree of freedom 36,
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and the significance of the chi-square test (i.e. p<0.001). The equation may be, EM= f
(HRD Environment).

7.6.7 Findings of the HRD Environment

In the EFA there are three factors such as enjoyable work place, succession plan, and
considering HR as the most valuable asset highly loaded and covered by 62.20%
variance explained. The latent factor HRD environment ($=0.014) practices whereas the
study has been found that coefficient values of all the factors of the latent factors are
greater than 1 or near to 1. The most significant issue of the HRD environment is
succession plan ($=3.272>1). Therefore, all these factors are the strongly significant
effect of the latent variable. The study being found that practices of HRD environment
of private bank (MV 4.032) is higher than the public bank (MV 3.905).

7.7 Training and Retention

Training can change the behavior of employees in the job performance. There is a
positive relationship between training and performance as well as satisfaction or
motivation. Retention on the other hand, ensures the long-term employment which may
influence the motivation. In this section (Table 7.16 to 7.32) the study has been
attempted to find out the effect of training and retention on the employee motivation

covering the objective number five.

7.7.1 Satistical Investigation of Training and Retention

Table 7.17: Practices of well-designed training policy (PTP) in the bank

Perception Freq. % Remarks

A little true 1 0.3 | Table 7.17 showed that the 56% (highest) of the
Somewhat true 8 2.0 | respondents believed a well-designed training policy
True 224 56.0 | practiced in the bank.

Very much true 167 41.8

Total 400 100.0

Table 7.18: Top management hunts future talent (HFT) utilizing their potentialities

Perception Freq. % Remarks

Not at all true 2 0.5 Table 7.18 showed that the 38.3% (highest) of the
A little true 72 18.0 | participants agreed (true level) that sampled banks
Somewhat true 118 29.5 | trying to hunt future talent and utilizing potential
True 153 38.3 through arranging training program.

Very much true 55 13.8

Total 400 100.0

167




HRD and Work Environment

Table 7.19: Newly recruited employees are given induction training (Ind_Tr)

Perception Freq. % Remarks

A little true 1 0.3 | Table 7.19 elucidates that 77% (majority) of the
Somewhat true 20 5.0 | respondents acknowledged that banking sector
True 308 77.0 | organized induction training for new recruited
Very much true 71 17.8 | employees.

Total 400 100.0

Table 7.20: Sr. managers supervise and prepare their immediate juniors (Supervision)

Perception Freq. % Remarks

A little true 1 0.3 | From Table 7.20 the study being found that 68.5%
Somewhat true 103 25.8 | (maximum and extent level) of the participants
True 274 68.5 | perceived that their senior managers guide and
Very much true 22 5.5 | supervise juniors.

Total 400 100.0

Table 7.21: Employees training feedback is positive on performance driven (T-feed)

Perception Freq. % Remarks

A little true 1 0.3 | It being observed (Table 7.21) that 77.5% (highest)
Somewhat true 59 14.8 | of the respondents believed that training feedback
True 310 77.5 | affecting employees’ performance.

Very much true 30 7.5

Total 400 100.0

Table 7.22: Job-rotation in the bank enhances employee development (J-rotation)

Perception Freq. % Remarks
A little true 1 0.3 | Table 7.22 explains that 66.3% of the contributors
Somewhat true 100 25.0 | truly observed that job rotation enhancing employee
True 265 66.3 | development.
\ery much true 34 8.5
Total 400 100.0

Table 7.23: Senior delegating authority and responsibility to juniors (DoA)
Perception Freq. % Remarks
A little true 5 1.3 | Table 7.23 clarifies that 56.5% of the respondents
Somewhat true 146 36.5 | replied at extent level senior delegating authority to
True 226 56.5 | juniors.
Very much true 23 5.8
Total 400 100.0

Table 7.24: Trai

ning increases commitment leading to low turnover (Low_Turnover)

Perception Freq. % Remarks

Somewhat true 40 10.0 | Table 7.24 shows that 74.5% of the participants
True 298 74.5 | believed truly that training increases employees’
Very much true 62 15.5 | commitment leading to low turnover and continuing
Total 400 [ 100.0 | job.
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Table 7.25: Employee training provided by the bank increases retention (Incre_retention)

Perception Freq. % Remarks

A little true 1 0.3 | It being noticed (Table 7.25) that maximum (63.3%)
Somewhat true 95 13.8 | number of the respondents acknowledged that
True 253 63.3 | training provided by the sampled banks increasing
Very much true 91 22.8 | retention.

Total 400 100.0

Table 7.26: Sustainable training (Sus_training)

Perception Freq. % Remarks

Somewhat true 16 4.0 | From Table 7.26 researcher has found that 55% of
True 220 55.0 | the respondents replied truly that sampled banking
Very much true 164 | 41.0 | organizations  arranged  sustainable  training
Total 400 | 100.0 programs.

7.7.2 Relationships of Factors Included in Training and Retention

This unit has shown the associations among the variables included in the training and

retention through using Pearson Correlation and and score matrix developed from
frequency (7.17- 7.26).

Table 7.27: Scores of high and Pearson correlation on training and retention

Factors High Moderate r-value Observation and remarks

PTP 391 (98%) 8 (2%) r=1.00" | It is being observed that employee training
HFT 208 (52%) | 118 (29.5%) r=0.022 | and retention practices in the banking
Ind T 379 (95%) 20 (5%) | r=0.183"" | sector are highly acceptable (>50%) level
Superv 296 (74%) | 103 (25.8%) | r=0.182"" | of perception and confirming practices of
T Feed 340 (85%) 59 (14.8%) r=0.393" | training  policy.  Therefore, existing
J_rotation 299 (75%) 100 (25%) | r=0.586" employees are satisfied with the sustainable
DoA 249 (62%) | 146 (36.5%) | r=0.446" | (96%) training policy arranging by the
Low_turn 360 (90%) 40 (10%) r=0.0.31 | banks. Correlation at 0.01 (2-tailed) and
Incre_retention | 344 (86%) | 55 (13.8%) | r=0.395_ | Perfect correlation (pc).

Sus_training 384 (96%) 16 (4%) | r=0.298"

The above analysis (Table 7.17-7.27) explains that overall practices of training

and retention strategies have been found in the banking sector of Bangladesh. Moreover,

it is being noticed that the job rotation is the highly correlated with the training and

retention policies in banks.

7.7.3 Impact of the Association on Training and Retention

The effect of training and retention has been discussed by using chi-square test in terms
of the nature of bank (Table 7.28).
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Table 7.28: Bivariate analysis of training and retention by crosstabs of bank nature

Public Private Chi? test of Fisher’s Exact p-value hypothesized
T&R .
Bank Bank results and impact
Practices of well-designed training policy (PTP) in the bank
A little true 1 (0.05%) 0 (0%) | Observed that p=0.045. Statistically alternative
Somewhat true 7 (2%) 1 (1%) | hypothesis (H,) accepted. An association is existed
True 184 (58%) | 40 (50%) | between training policy and motivation of the
Very much true 128 (40%) | 39 (49%) | employee.

Top management hunts future talent (HFT) utilizing their potentialities

Not at all 2 (1%) 0 (0%) | Since p=0.000. H, statistically confirmed. Therefore,
A little true 66 (21%) 6 (8%) | highly relationship exists between talent hunt and
Somewhat true 106 (33%) | 12 (15%) | satisfaction in the banks.
True 115 (36%) | 38 (48%)
Very much true 31(10%) 24 (30%)

Newly recruited employees are given induction training (Ind_Tr)
A little true 0 (0%) 1 (1%) [ Since p =0.39; H, not supported. Association between
Somewhat true 18 (6%) 2 (3%) | induction training and types of bank is insignificant.
True 248 (78%) | 60 (75%) | Thus, Ho is accepted.
Very much true 54 (17%) 17 (21%)

Sr. managers superv

ise and prepar

e their immediate juniors (Supervision)

A little true 1 (0.05%) 0 (0%) | Got p-value 0.05. H, being failed to reject. There is
Somewhat true 87 (27%) 16 (20%) | positive relationship in case of satisfaction between
True 214 (67%) 60 (75%) | promotion policy and type of bank.
Very much true 18 (5.63%) 4 (5%)
Employees training feedback is positive on performance (T-feed)

A little true 1 (0.05%) 0(0%) | Since p=0.79 H, not accepted. There is no
Somewhat true 54 (17%) 5 (2%) | relationship in case of satisfaction between training
True 242 (76%) | 68 (85%) | feedback and types of bank.
Very much true 23(7%) 7 (8.8%)

Job-rotation in the bank enhances employee development (J-rotation)

Found that p=0.24; statistically Ho is supported. Job

rotation and types of bank have not any direct

association.

A little true 1 (0.05%) 0 (0%)
Somewhat true 88 (28%) 12 (15%)
True 206 (64%) 59 (74%)
Very much true 25 (8%) 9 (11%)

Senior delegating authority and responsibility to juniors (DoA)

The p-value is 0.030. There is a close relationship

between delegation of authority and long-term

employment affecting employee motivation in the

A little true 5 (2%) 0 (0%)
Somewhat true 125 (39%) 21 (26.25%)
True 175 (55%) 51 (64%)
Very much true 15 (5%) 8 (10%)

banking sector of Bangladesh.

Trai

ning increases commitment leading to low turnover ( Low_Turnover)

Since p=0.172; H, not accepted. In the banking

organization training insignificantly influences

Somewhat true 28 (9%) 12 (15%)
True 239 (75%) | 59 (74%)
Very much true 53 (17%) 9 (11%)

employee turnover and motivation.

Employee training provided by the bank increases retention (Incre_retention)

A little true 0 (0%) 1 (1%) | It being found that the insignificant impact of training
Somewhat true 41 (13%) 14 (18%) | on retention (since p=0.217) in the types of bank.
True 205 (64%) 48 (60%)

Very much true 74 (23%) 17 (21%)

Sustainable training (Sus_training)

Somewhat true 14 (4%) 2 (3%) | Banks have arranged sustainable training programs
True 170 (53%) | 50 (63%) | continuously. As p-value is 0.282. Thus, no impact
Very much true 136 (43%) 28 (35%) of sustainable training on employee retention in terms

of the nature of bank.
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7.7.4 Factor Analysis on Training and Retention

Table 7.29: Descriptive statistics and EFA for training and retention

Practices in the areas Mean SD Test result
Well-designed training policy in the bank (PTP) 4.392 0.542 KMO=0.72
Hunting future talent and utilizing (HFT) 3.468 0.957 ¥’=623.78
Induction training (IndT) 4.123 0.472 df.=45

Sr. managers supervise juniors (Supervision) 3.793 0.529 Sig.=0.000
Training feedback affects performance (T_feed) 3.923 0.477 N=400
Job-rotation enhances development (J_rotation) 3.830 0.563 Method: PCA
Sr. delegates authority and responsibility (DoA) 3.668 0.602 | Data are suitable for
Training leading to low turnover (Low_turnover) 4.055 0.503 EFA
Employee training increases retention (Incre_retention) 4.085 0.607

Sustainable training (Sus_training) 4.370 0.560

The above Table 7.29 shows training and retention of the banking sector. The
mean values (more than 3 and 4; extent level) of all factors are good figure. The mean
values are more than 4 observed in the proper training policy, sustainable training,
induction training, increased retention and low turnover of employees. The other factors
and their mean values are more 3 or near to 4. The KMO value is 71.6% and data

aresignificantly fit for EFA.

Table 7.30: EFA and total variance explained for training and employee retention

Communalities: Training and — Total Variancg Explained
Emol R tenti In_|t|al (1.00) Extraction Sums of R K
ployee izetention Ei I Squared Loadings emarks
genvalues q g
on highly
Components Initial | Extraction | Total % of Total % of loadings
Variance (>1) Variance
1. J_rotation 1.000 0.681 2.612 26.123 2.612 26.123 Loaded by
2. Feedback 1.000 0.635 1.623 16.226 1.623 16.226 530
3. Low_turn 1.000 0.626 1.095 10.952 1.095 10.952
4.Rentention 1.000 0.617 0.979 9.787 - -
5. IndT 1.000 0.608 0.823 8.227 - - -
6. Sus_training 1.000 0.528 0.723 7.230 - - -
7. DoA 1.000 0.510 0.663 6.629 - - -
8. Supervision 1.000 0.421 0.583 5.832 - - -
9. HFT 1.000 0.413 0.521 5.208 - - -
10. PTP” 1.000 0.292 | 0.379 3.786 - - -

“Extraction value is less than 0.40.Total variance explained and loaded covering (1+2+3) 53%.

Table 7.30 showed that extraction values of nine components are more than 40%
the communality values from 1 to 9 out of ten factors. There are three factors with
Eiganvalues of job rotation, training feedback and low turnover are 2.612, 1.623 and
1.095 respectively more than 1.00. That means, these three components are highly
loaded and covered ~53% (26.123 +16.226+10.952) of the total variance explained.

Employees are motivated to participate in rotated job, receiving feedback and finally

171




HRD and Work Environment

they will sustain themselves in the service for a long time. These three factors are the
most extensive for employee motivation of the banking sector. Both banks do have

proper training policy (PTP).

Scree Plot

Figure 7.3 shows the scree plot of
Eigenvalues and depicting two
factors are creating elbow-shaped

and maximum proportion

Eigenvalue
o
1

variance is explained in the graph.

The top three communalities have

0.59

been extracted i.e., job rotation,

0.07

T training feedback and low
Component Number

turnover are the most significant.
Figure 7.3: Scree plot of training and retention

7.7.5 Comparative Analysis of the Practices of Training and Retention between
Private and Public Bank

Table 7.31: Status of training and retention in the public and private bank

Factors Public Bank Private Bank Levene's Test for Equality of Variances
Mean SD Mean SD MD F Sig. Status

PTP 437 | 055 | 448 | 053 | -0.10 0.150 | 0.120 [ Private>public
HFT 3.33 0.93 4.00 0.87 -0.67 10.000 0.000? Private>public
IndT 411 0.46 4.16 051 | -0.05 1.620 0.340 | Private>public
Supervision 3.78 0.54 3.85 0.48 | -0.07 5.400 | 0.020° | Private>public
Feedback 390 | 049 | 403 | 039 | -0.13 9.500 | 0.000°| Private>public
J_rotat 380 | 057 | 396 | 051 | -0.17| 12.400 | 0.000° | Private>public
DoA 3.63 0.60 3.84 0.58 -0.21 7520 | 0.001¢ | Private>public
Low_turn 4.08 0.50 3.96 051 0.17 0.110 0.070 | Public>private
Incre_retent 4.10 0.59 4.01 067 0.09 0.010 0.280 Public>private
Sus_train 438 | 057 | 433 | o052 | 006| 3900| o0.050"| Public>private
Overall 3.95 0.58 4.06 0.56 -0.11 5.060 0.090¢ Private>public

NB: MD= Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the Difference; Sig. (2-
tailed). The p-value 0.000% 0.021°, 0.002°, 0.000%, 0.004%, 0.049", (p<0.05) and overall output 0.0891°
insignificant p>0.05 i.e., (p>a).

Overall mean value of private bank in case of practices of training policy, future
talent hunting, induction of new employees, performance based and feedback training,

supervision of senior managers, job rotation training and delegation of authority to
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juniors are higher than the mean value of public bank (Table 7.31). But it is being
observed in terms of turnover rate, retention and sustainable training of the public

banking sector are greater than the private bank in Bangladesh.

7.7.6 Exploring the Effective Factors from Training and Retention by Using SEM

The study being explored the most effective factors related to the training and retention
practices (considered as latent variable) in the banking industry. In this case SEM has
been applied to explore the highly effective factors that influence employee motivation
(Table 7.32 and Figure 7.4).

29
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Figure 7.4: SEM of training and retention

Figure 7.4 shows SEM of the two latent factors, namely LF1 employee training
and LF2 retention. The estimated coefficient values are extracted from the SEM
constructs 0.007 and 0.15 respectively. The figure shows all mean values of all the

factors regarding HR training and retention into 35.1 to 35.10 in the houses.

Table 7.32: SEM and measurement of training and retention in the Banking Sector

Measurement Coef. SEE z p>z 95% Conf. Interval
Training (Latent variable:LF1)
Var35_1 (PTP) <-
1 (constrained)

_cons 4.4 0.03 162.2 0.000 4.339 4.446
Var35_2 (HFT) <-

1.108 0.91 1.2 0.222 -0.671 2.886
_cons 3.5 0.05 72.5 0.000 3.374 3.561
Var35_3 (IndT) <-
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_cons
Var35_4 (Supervision)

_cons
Var35_5 (Feedback)

_cons
Var35_6 (J_rotat)

_cons
Var35_7 (DoA)

_cons

2.60
4.4

3.3
3.8

3.7
3.9

3.8
3.8

2.9
3.7

1.07 2.4
0.03 162.2
1.60 2.1
0.03 143.6
1.83 2.03
0.03 164.9
1.84 2.1
0.03 136.7
1.44 2.0
0.03 122.5

HRD and Work Environment

0.016
0.000

0.037
0.000

0.043
0.000

0.040
0.000

0.042
0.000

0.486
4.339

0.194
3.741

0.119
3.876

0.181
3.775

0.101
3.609

Retention or long-term employment (Latent variable: LF2)

Var35_8 (Low_turn)

_cons
Var35_9 (Incre_ retent)

_cons
Var35_10 (Sus_training)

_cons

Var (Employee training;LF1)
Var (Retention;LF2)
var(e.Var35_1)
var(e.Var35_2)
var(e.Var35_3)
var(e.Var35_4)
var(e.Var35_5)
var(e.Var35_6)
var(e.Var35_7)
var(e.Var35_8)
var(e.Var35_9)
cov(e.Var35_1,e.Var35 2)
cov(e.Var35_2,e.Var35_3)
cov(e.Var35_2,e.Var35 5)
cov(e.Var35_3,e.Var35 _4)
cov(e.Var35_4,e.Var35_5)
cov(e.Var35_4,e.Var35 7)
cov(e.Var35_5,e.Var35_6)
cov(e.Var35_6,e.Var35 7)
cov(e.Var35_7,e.Var35_8)
cov(e.Var35_7,e.Var35_9)
cov(e.Var35_7,e.Var35_10)
cov(e.Var35_8,e.Var35_9)
cov(e.Var35_9,e.Var35_10)
cov(Training_ Retention)

<-

<-

<-

1
4.1

0.8
4.1

0.7
4.4

0.01
0.16
0.29
0.91
0.18
0.2
0.13
0.30
0.3
0.10
0.3
0.01
0.1
0.01
-0.02
0.01
0.01
0.05
0.06
-0.02
0.02
-0.03
0.000
0.02
0.014

(constrained)
0.03

0.23
0.03

0.20
0.03

0.01
0.05
0.02
0.07
0.02
0.02
0.02
0.03
0.03
0.05
0.06
0.03
0.02
0.02
0.01
0.01
0.02
0.02
0.02
0.02
0.02
0.02
0.04
0.03
0.01

161.6

3.4
134.7

3.2
156.2

0.36
2.72
0.15
-1.11
0.53
0.58
2.96
3.97
-1.17
1.06
-1.76
0.00
0.83
1.83

Number of obs = 400, Estimation method = ml, Log likelihood =
LR test of model vs. saturated: chi?(21) = 66.55, Prob > chi? = 0.000

0.000

0.001
0.000

0.001
0.000

0.721
0.006
0.877
0.266
0.597
0.565
0.003
0.000
0.243
0.287
0.078
0.997
0.407
0.067

4.006

0.331
4.026

0.260
4.315

0.001
0.083
0.330
0.788
0.143
0.158
0.092
0.252
0.252
0.038
0.183
0.059
0.018
-0.035
-0.044
-0.020
-0.023
0.018
0.031
-.045
-0.015
-0.058
-0.087
-0.030
-0.001

4.697
4.446

6.472
3.844

7.290
3.970

7.388
3.885

5.741
3.726

4.104

1.221
4.144

1.060
4.425

0.040
0.289
0.2484
1.043
0.214
0.252
0.180
0.352
0.352
0.251
0.412
0.041
0.111
0.041
0.012
0.035
0.041
0.088
0.091
0.012
0.050
0.003
0.087
0.073
0.029

-3135.6926, Log likelihood = -2551.95;

The Table 7.32 gives information about how the model is specified by listing the

observed variables with coefficient values of the latent variable Employee Training
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(B=0.007) are training policy (=1, constrained), talent hunting (#=1.108; i.e., >1),
induction training ($=2.60; >1), future responsibility (5=3.33;>1), training feedback
(#=3.70; >1), job rotation ($=3.78;>1), and delegation of authority-DoA ($=2.92;>1).
Similarly, the coefficient values of the latent variable Employee Retention (5=0.155;<1)
are committed to low retention (f=1, constrained), increases retention (5=0.78), and
sustainable training ($=0.66).

The researcher has got standardized factor loadings because the variance for
Employee Training set to 1 to scale the latent variable and for model identification. The
standardized factor loading for the talent hunting variable is 1.108, (>1.00) meaning that
a one standard deviation increases in employee training leads to a 1.108 standard
deviation increases in the response to the talent hunting in the model. All the other
factors are the strongest factors loadings of all the factors since coefficient values are
greater than 1. Job rotation is the most effective and significant factor of the said latent
variable employee training. Therefore, it is the best extent of HRD Environment.

Similarly, the standardized factor loadings because the variance for retention has
been set to 1 to scale the latent variable and for model identification. The standardized
factor loading for the Increases retention variable is 0.78, meaning that a one standard
deviation increases in retention leads to a 0.78 standard deviation increases in the
response to the retention in the model. The test statistic value highly significant (p
value=0.001<0.05) at 5% level of significance. Similarly, the standardized factor
loading for the sustainable training variable is 0.66, meaning that a one standard
deviation increases in retention leads to a 0.66 standard deviation increases in the
response to the retention in the model. The test statistic value highly significant (p-

value=0.001<0.05) at 5% level of significance.

The model chi-square value, *(21) = 66.55, Prob > chi? = 0.000, is highly
statistically significant indicating the model reproduces the observed covariance among
all factors very well. Null hypothesis (Ho) fits in this case. The p-value of 0.000 is less
than .05, the typical cut-off for the test, which means that the null hypothesis is rejected
and the model fits well. The overall model fits extremely well meaning that the latent
variable specified as employee training and retention are strongly related to the all

factors used to measure SEM/CFA. The output also provides with the chi-square value
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of 85.29, with the degree of freedom 21, and the significance of the chi-square test (i.e.

p<0.001). The equation may be EM = f (Training + Retention).

Hypothesis (Ha): There is an effect of training and retention on employee

motivation in the banking sector.

7.7.7 Structural Relationships and Path Coefficients of Training and Retention

Table 7.33: Results of path coefficients training and retention

Hypothesied Structural Path p-value Coefficient Remarks Relationship
Motivation<-HRTraining 0.047 0.007 Hay; supported Direct effect
Motivation<-Retention 0.001 0.155 Ha,; supported Direct effect
Motivation<-Training & retention 0.048 0.014 Has; supported Direct effect

Therefore, it is being investigated that a direct effect of training and retention on
employee motivation shown (Table 7.33). Talent hunting and its p-value is 0.222 and
95% confidence interval between -0.671 to 2.886 (Table 7.34).

7.7.8 Short Findings of Training and Retention

In the EFA three factors such as job rotation, training feedback and low turnover of
training and retention are highly loaded and covered by 53% variance explained. The
latent factors: Training (5=0.007) and Retention (5=0.155) whereas, the study being
found that coefficient values of all the factors of latent variable training are more than 1.
Therefore, these factors are the strongly significant effect of the latent variable. Again, it
is comparatively being observed that retention is more significant effect than the
training. The study being found that practices of Emplyee Training and Retention of

private bank are better than that of the public bank.

7.8 Quality of Working Life (QWL)

Quality of work life refers to organizational climate where all members of the
organizations, through appropriate channels of communication, job designed and work
environment set up. Organizational climate is a powerful influence on productivity and
it should exhibit opportunities for suggestions, questions and criticisms that might be
lead to any kind of improvement. If employees feel low-level job satisfaction, they
will perceive their work quality as inferior. This section has explored the effective

factors of QWL influencing employee motivation (Table 7.33 to 7.46).
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Table 7.34: Workplace is congenial to health (WC)

Perception level Freq. % Remarks

A little true 5 1.3 | The researcher found that 65%
Somewhat true 111 27.8 | (maximum) of the employees feel
True 260 65.0 | comfortable about their work place
Very much true 24 6.0 | (Table 7.34).

Total 400 100.0

Table 7.35: Adequate space for movement, lighting and ventilation (AV)

Perception level Freq. % Remarks

A little true 1 0.3 | From the Table 7.35 the study got that
Somewhat true 101 25.3 | about 70% (highest) of the respondents
True 279 69.8 | feel positively nearly adequate space and
Very much true 19 4.8 | ventilation in the bank.

Total 400 100.0

Table 7.36: Official equipment is updated/ sophisticated (OS)

Perception level Freq. % Remarks

A little true 2 0.5 | The study got that about 70% (highest) of
Somewhat true 78 19.5 | the participants feel positively almost the
True 279 69.8 | official equipment updated (Table 7.36).
Very much true 41 10.3

Total 400 100.0

Table 7.37: Exist

ing fire extinguisher is

available in the bank branch (EFE)

Perception level Freq. % Remarks

Somewhat true 10 2.5 | In Table 7.37 the researcher found that 63%
True 252 63.0 | of the respondents given their positive
Very much true 138 34.5 | opinion about exiting fire extinguisher
Total 400 100.0 | available in the branch.

Table 7.38: Child care unit (CCU)

Perception level Freq. % Remarks

Not at all true 398 99.5 | Table 7.38 the researcher found that 99.5%
A little true 1 0.3 | (maximum) of the employees said that they
True 1 0.3 | did not get CCU facilities.

Total 400 100.0

Table 7.39: Female empl

oyees do not face sexual harassment (FSH)

Perception level Freq. % Remarks

Not at all true 3 0.8 | From Table 7.39 researcher has observed
Somewhat true 8 2.0 | that majority (opined 43.8% true and 53.5%
True 175 43.8 | very much true) of the respondents do not
Very much true 214 53.5 | face sexual harassment.

Total 400 100.0
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Table 7.40: Internal environment affecting the employee retention (IER)

Perception level Freq. % Remarks

Not at all true 1 0.3 | Table 7.40 the study perceived that the
Somewhat true 74 18.5 | highest number of the employees confessed
True 284 71.0 | that internal work atmosphere affects
Very much true 41 10.3 | retention.

Total 400 100.0

Table 7.41: Working environment affecting employee motivation (WEM)

Perception level Freq. % Remarks

A little true 15 3.8 | Table 7.41 researcher observed that the highest
Somewhat true 125 31.3 | number (235 and 25) of the respondents
True 235 58.8 | witnessed that QWL is influenced by
Very much true 25 6.3 | ergonomics.

Total 400 100.0

7.8.2 Observation on QWL and Its Score with Pearson Correlation

Table 7.42: Score matrix of frequency (highest > 50%)) and correlation on QWL

QWL High r-value
Congenial Workplace to health (WC) 71% r=1.00"
Adequate space for ventilation (AV) 74.5% r=0.648"
Sophisticated Official equipment (OS) 80% r=0.520"
Exist fire extinguisher is available (EFE) 97.5% r=0.158"
Child care unit (CCU) 0.6% r=(-0.009)
Female does not face sexual harassment (FSH) 97.3% r=(-0.256")
Internal environment simplifying employee retention (IER) 81.3% r=0.197"
Working environment affects motivation (WEM) 65.1% r=0.410"

It is being observed from the scoring Table 7.42 that the perception level ensures that

the work environment in the banking sector is favorable (>50%). The adequate space for

ventilation shows the most positive relationship with HRD i.e., r= 0.648" and r=1.00" is

the perfect correlation (pc). CCU as well as sexual harassment shows the negative

relationship in case of workplace. ~ Correlation Sig. at 0.001 (2-tailed).
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7.8.3 Bivariate Association of the Factors Involved in QWL

Table 7.43: Bivariate analysis on QWL/WE *bank type

QWL/WE

Chi? test of Fisher’s Exact Value (p-value) and hypothesized

True and very much true

Results, a=0.05

Observation on the effect of QWL

Workplace is congenial to health

0.000; <a

Significantly the workplace is associated with

(WC: 71%> 50%) Ho, rejected motivation influencing banks’ employee
motivation.

Adequate space for lighting and 0.000; <a. Employees’ satisfaction is related to adequate

ventilation (AV: 74.5%>50%) Ho, rejected space in the bank.

Official equipment is 0.000; <a. Sophisticated tools do have an effect on

sophisticated (AS: 80%> 50%) Hos rejected motivation.

Exist fire extinguisher is available 0.609; >a Every branch always ready to fight against fire

in the bank branch (EFE: 97.5%) Ho, accepted accident. It does not affect motivation.

Child care unit (CCU: 0.6 %< 0.593; >a Child care unit does not influence environment

50%) Hos accepted of the bank.

Female employees do not face 0.696; >a No relationship is found between sexual bother

sexual harassment
(FSH: 97.25%>50%)

Hog accepted

and workplace in the banks.

Internal environment simplifying
employee retention (IER: 81.25%

0.001; >a
Ho- rejected

Employees are motivated to stay in the long-
term. There was a highly relationship between

>50%) internal environment and retention in the
banking sector.
Working  environment  affects 0.000; <o Significantly  work  environment  affects

motivation (WEM: 65.1%>50%)

Hog rejected

employee motivation in the banks.

Compiled from primary source

From the above Table 7.43 it has been found that the existing staff spoke

positively about the work environment other than the child care unit. In addition,

female employees protect themselves from harassment due to strict adherence to

banking laws.

7.8.4 Comparison of QWL Parctices in the Public and Private Banks

Table 7.44: Comparison of QWL between public and private banks

QWL Public Bank Private Bank Levene's Test for Equality of Variances
Mean SD Mean SD MD F Sig. Status on MD
1.WC 3.681 | 0591 | 4.063| 0.368 | -0.381| 76.05| 0.000 Private>public bank
2. AV 3.709 | 0513 | 4.113| 0.390 | -0.403 | 40.60 | 0.000 Private>public bank
3. OES 3.819 | 0558 | 4.213| 0.412 | -0.394| 4.123 | 0.000 Private>public bank
4. EFE 4303 | 0512 | 4383 | 0.539| -0.084| 3.050 | 0.019 Private>public bank
5.CCU 1.013 | 0.177 | 1.000 | 0.000 0.013 | 1.612 | 0.206 Public>private bank
6. FSH 4463 | 0.637 | 4613 | 0.515| -0.150| 3.258 | 0.028 Private>public bank
7. 1IER 3.913 | 0.564 | 3.900| 0.493 0.013 | 0.737 | 0.844 Public>private bank
8. WEA 3.622 | 0641 | 3.888| 0.636 | -0.266 | 6.604 | 0.001 Private>public bank
Overall 3.57 0.52 3.77 0.42 -0.21 17.01 | 0.137 “Private>public bank

Remarks: MD = Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the Difference; Sig.
(2-tailed); 0.137 (p>0.05) insignificant.

It has been observed from Table 7.44 that overall MD" of public bank is higher

than the private bank (i.e., 3.565<3.772). That means, quality of working life of private
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bank is better than the public bank. Mean value of child care unit (CCU) for both banks
is less than those of other factors. It is being observed that working condition,
ventilation, office equipment, fire extinguisher and working environment have highly

effect on the employee motivation (p-value <0.05).

7.8.5 Exploratory Factor Analysis of QWL

Table 7.45: Descriptive statistics and EFA for ergonomics or QWL

Variables Mean SD Test result
Workplace is congenial (WC) 3.758 0.574 KMO=0.697~70%
Adequate space for ventilation (AV) 3.790 0.516 $2=664.85
Official equipment is sophisticated (OES) 3.898 0.555 df.=28
Existing fire extinguisher (EFE) 4.320 0.518 p-value =0.000
Child care unit (CCU) 1.010 0.158 N=400

No Female sexual harassment(FSH) 4.493 0.617 Extraction: PCA
Internal environment affecting retention (IER) 3.910 0.550 Data are fir for EFA
Work environment affecting QWL (WEA) 3.675 0.648

The above Table 7.45 showed that there is no child care unit (CCU; mean value
is 1.010) and no female sexual harassment (mean value 4.493) in the branches. The

other factors’ mean values are more than moderately good.

Table 7.46: EFA and total variance explained for QWL

Communalities: Ergonomics and — Total Variance_z Explained
oWL In_mal (1.00) Extraction Sums of
Eigenvalues Squared Loadings Remgrhklion
Components Initial | Extraction | Total V;/roi;rfce -Egtl‘;l V;/roi;r]:ce loadings
1. AV 1.000 0.799 | 2.588 32.345 2.588 32.345 | Loaded by
2.CCU 1.000 0.730 | 1.360 17.003 1.360 17.003 64%
3.WC 1.000 0.716 | 1.166 14.580 1.166 14.580
4. 1ER 1.000 0.716 | 0.959 11.988 0.959 - -
5. FSH 1.000 0.689 | 0.608 7.603 - - -
6. OES 1.000 0.678 | 0.557 6.960 - - -
7. WEA_QWL 1.000 0.565 | 0.454 5.678 - - -
8. FEE 1.000 0.222 | 0.307 3.842 - - -
Only “extraction value is 0.222 <0.40. Total variance explained and loaded covering (1+2+3) ~64%.

Table 7.46 showed that extraction values of seven components are more than
40% the communality values from 1 to 7 out of eight factors. Communalities and
extraction values are reliable to 180 analyse since values are >0.20."24!® There are three

factors with Eiganvalues of adequate space, child care unit and congenial workplace are

12 Dennis Child, The Essentials of Factor Analysis, 3rd edn. (New York: Continuum, 2006).

3 Ajai S. Gaur, and Sanjaya S. Gaur, “Researchers Commonly Use a Cut-off of 0.40 to Identify High
Loadings”, Statistical Methods for Practice and Research, 2nd edition (Response Books: New Delhi,
India, 2009):143.
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2.588, 1.360 and 14.580 respectively more than 1.00. That means, these three

components are highly loaded and covered ~64% (32.345 +17.003+14.580) of the total

variance explained. This is a sufficient for EFA in case of variance explained.**!>1%5

Employees enjoy ensuring those facilities in the work environment affecting the QWL.

These three factors are most extensive for employee motivation.

Figure 7.5 shows the scree plot
of Eigenvalues and depicting
two factors are forming elbow -
shape and maximum proportion
variance is explained in the
graph. The top three
communalities have been
extracted i.e., adequate space,
child care unit and congenial
workplace are the  most
significant.
Figure 7.5: Scree plot of QWL

7.8.6 Exploring the Effective Factors of QWL by Applying SEM

The study has strived to find out the most effective factors involved QWL practices
(considered as a latent variable) in the banking industry. In this case SEM has been
applied to explore the highly effective factors that influence employee motivation (Table
7.46 and Figure 7.6).

 Kartick Chandra Bhuyan, Multivariate Analysis and Its Applications (Kolkata: New Central Book
Agency (P) Ltd., 2005): 151

> Earl Babbie, “The Practice of Social Research (California: Wardsworth Publishing Company,
1992).

1% Aandy Field, Discovering Statistics using SPSS, 4th edn. (London: SAGE, 2017).

" Peter Samuels, “Advice on Exploratory Analysis Factor Analysis”, Working Paper, 2016,
https://www.researchgate.net/publication/304490328, DOI: 10.13140/RG.2.1.5013.9766.
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Figure 7.6: SEM for working environment

HRD and Work Environment

Figure 7.6 showed the SEM on
workplace condition in the banks.
Here, work environment is
constructed as the latent factor (LF;
estimated coefficient value is 0.16).
The figure also states the mean
values of all factors in the houses
(34.1-34.8).

Table 7.47: Measurement for SEM on QWL or work environment

Particulars (Measurement) | Coef. [ Std.Err. |z [ p>2 | 95% Conf. Interval
QWL/ Work Environment (Latent factor)
Var34 1 (WC) <- |
1 | (constrained)

_cons 3.758 0.029 131.16 | 0.000 3.701 3.814
Var34 2 (AV) <-

1.095 0.087 12.54 0.000 0.924 1.266
_cons 3.79 0.026 147 0.000 3.739 3.841
Var34_3 (OES) <-

1.021 0.086 11.86 | 0.000 0.852 1.189
_cons 3.898 0.028 140.71 0.000 3.843 3.952
Var34_4 (EFE) <-

0.228 0.072 3.19 0.001 0.088 0.367
_cons 4.32 0.026 167.02 [ 0.000 4.269 4.371
Var34_5 (CCU) <-

0.023 0.022 1.06 0.288 -0.019 0.065
_cons 1.01 0.008 128.01 0.000 0.995 1.025
Var34_6 (FSH) <-

0.209 0.088 2.38 | 0.017 0.037 0.381
_cons 4.493 0.031 14576 [ 0.000 4.432 4552
Var34_7 (IER) <-

0.558 0.113 4,94 0.000 0.337 0.780
_cons 3.91 0.028 142.36 0.000 3.856 3.964
Var34_8 (WEA) <

0.730 0.091 7.99 | 0.000 0.551 0.909
_cons 3.675 0.032 113.5 0.000 3.612 3.738
var(Work environment ) 0.161 0.023 0.122 0.214
var(e.Var34_1) 0.167 0.017 0.137 0.204
var(e.Var34_2) 0.073 0.013 0.052 0.102
var(e.Var34_3) 0.139 0.014 0.115 0.169
var(e.Var34_4) 0.259 0.018 0.226 0.298
var(e.Var34_5) 0.026 0.002 0.022 0.029
var(e.Var34_6) 0.373 0.027 0.325 0.429
var(e.Var34_7) 0.252 0.022 0.212 0.299
var(e.Var34_8) 0.334 0.025 0.288 0.386
cov(e.Var34 4.eVar34_ 1) -0.026 0.011 -2.24 0.025 -0.048 -0.003
cov(e.Var34_6,e.Var34_1) -0.024 0.014 -1.69 0.090 -0.052 0.004
cov(e.Var34_8,e.Var34_1) 0.014 0.014 1 0.316 -0.013 0.041
cov(e.Var34_7.e.Var34_2) -0.067 0.015 -4.44 0.000 -0.098 -0.038
cov(e.Var34_5,e.Var34_3) 0.000 0.003 0.07 | 0.947 -0.007 0.007
cov(e.Var34_6,e.Var34_3) -0.008 0.015 -0.52 0.603 -0.036 0.021
cov(e.Var3d_/.e.Var3d_3) -0.028 0.017 -1.64 0.101 -0.060 0.005
Log likelihood = -1931.54; LR test: independent vs. saturated: chi2(28) = 666.53 Prob>chi2 = 0.0000
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This Table 7.47 showed information on how the SEM is specified by listing the
observed variables with coefficient values of latent factor Ergonomics or Quality of
Work Life (QWL, p=0.161) are congenial work environment (=1 constrained),
adequate ventilation (5=1.095>1), sophisticated office equipment (5=1.021>1), existing
fire extinguisher (5=0.228<1), child care unit (#=0.023<1), sexual harassment
(#=0.209<1), internal work environment affecting retention ($=0.558<1) and work
environment affecting QWL (5=0.730<1 or near to 1). The present research has found
the standardized factor loadings because the variance for Ergonomics or QWL has been
set to 1 to scale the latent variable and for model identification. The standardized factor
loading for the sophisticated office equipment variable and coefficient value is 1.021
which is >1, meaning that standard deviation increases in QWL which leads to a 1.021
standard deviation increases in the response to the said factors effective in the model.
The coefficient value of another factor that means work environment affecting QWL
near to 1 leads the model effective. The remaining of the said five factors are the less

effective factor to the model since <1.

The model chi-square value, ¥*(28) = 666.53 Prob>chi?> = 0.0000, is highly
statistically significant (p-value <0.05) indicating the model reproduces the observed
covariance among all factors very well. Null hypothesis (Ho) fits for the model. The p-
value of 0.000 is less than .05, the typical cut-off for the test, which means that the null
hypothesis is rejected and the model turns well. The p-value of child care unit-CCU is
0.228>0.05; 95% confi. Interval between -0.019 to 0.065 observed that very few number
of the bank branches have CCU. The overall model fits extremely well meaning that the
latent variable specified as QWL strongly associated to the all factors applied to confirm
the factor in this regard. The output also provides with the chi-square value of 666.53,
with the degree of freedom 13, and the significance of the chi-square test (i.e. p<0.001).

The equation may, employee motivation = f (ergonomics or QWL/work Environment).

There is an effect of ergonomics or QWL on employee motivation in the banking
sector of Bangladesh. The alternative hypothesis is sustained since p-value is <0.05.
Thus, it can be concluded that the internal work environment of the bank certainly

affects the satisfaction and motivation of the employees.
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7.8.7 Short Findings of QWL

In the EFA there are three factors such as adequate space and ventilation, child care unit
(CCU), and congenial workplace to health as highly loaded and covered by 64%
variance explained. The latent factor QWL (5=0.161) practices whereas the study found
that the most significant and effective factor of the QWL is adequate space & ventilation
(#=1.095>1). CCU (p=0.023<1) and female sexual harassment ($=0.209<1) are
observed as less effective factors. Therefore, all these factors are strongly significant
effect of the latent variable. Reseacher has perceived that practices of QWL of private

bank (MV 3.772) is better than the public bank (MV 3.565).

7.9 Multiple Relationships among HRD Environment, Training and Retention and
QWL

In this unit researcher has developed the linear relationships among the constructs of
employee motivation as well (Table 7.47).

7.9.1 Test of Normality of Motivation on HRD and Work Environment for
Regression Analysis

Figure 7.7: Histogram of employee motivation  Figure 7.8: Q-Q plot of employee motivation
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Table 7.48: Coefficients® of HRD and work environment

. 95%
Estimated Confidence
Factors of HRD and Coefficients t- . F-Statistic
- - Sig. Interval for B
Work Environment - statistic (p-value)
Regression SE LB UB
Coefficient '
(Constant) 1.139 0.303 3.764 | 0.000 0.544 1.734
HRD Environment (8,) 0.140* (3) | 0.071 1.962 | 0.050 | 0.000 | 0.280 26.147
Training Retention (3,) 0.372* (1) | 0.075 4978 | 0.000 0.225 0.518 (0.000)
QWL( f3) 0.167* (2) 0.073 2.274 | 0.023 0.023 0.311 '

a. Dependent Variable: Employee Motivation, (b). Predictors: (Constant), HRD Environment, Training and
Retention, QWL.

c. R square ~43% , (d) Durbin-Watson 1.691 (e) Multi-correlation 0.57°

Fitted Regression Model

The fitted of the regression model as shown from the Table 7.48. It can be written as the
fitted following regression model as equation form.

The fitted multiple regressions model can be written as:

EM = 1.139 * (&) + 0.140 * HRD Environment + 0.372 x Training and Retention
+ 0.167 * QWL

The f41, B2, and p3 coefficients findings are 14.5%, 37.2%, and 16.7%, (t-statistic,
1.962, 4.978, and 2.274; p-values are 0.050, 0.000, and 0.023 respectively) times
positive influence of HRD environment, training and retention, and QWL on the
employee motivation. The coefficients results are statistically significant p-values are <
0.05 level of significant in case of HRD and work environment. The p-value of the
model is 0.000 (F, 26.147). Therefore, it is evident that employee motivation

significantly influenced by HRD and work environment in the banks.

7.10 Discussion on Findings

From the above analysis it is evident that the level of satisfaction ensured that the HRD
environment in the banking sector is favourable. The legacy or succession plan shows
the most positive relationship with HRD. It has been found that existing staff have
spoken positively about the work environment other than the child care unit (CCU).
Also, female employees protect themselves from harassment due to strict adherence to

banking laws.
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Considering the HRD environment of private banks and its supportive culture,
behavioural change and development, as an asset of employees, the reasons for HRP
planning and development are better than the public banking sector in Bangladesh. HRD
has a profound impact on staff motivation for responsibilities, HRP development, legacy
planning, behavioural change training, supportive culture, and fair training and
development. Therefore, HRD environment has been practiced in the banking sector of
Bangladesh. In addition, it has been observed that employees wanted to get enjoyable
workplace by making inheritance plans for future responsibilities and they do feel that
they were considered a valuable asset. These three factors are the fundamental to the

HRD environment to motivate employees in the banking sector.

Employees are being motivated to take part in rotating jobs, received feedback
and eventually they would sustain themselves for a longer period of service. These three
factors are the most pervasive for motivating employees in the banking sector. Both

banks have appropriate training policies (PTPSs).

There are three factors such as adequate space and ventilation, child care unit
(CCU) and congenital workplace for health as described by the high loadings in the
practices found. The latent factor practiced QWL where studies showed that the most
significant and effective component of QWL is adequate space and ventilation. CCU
and female sexual harassment have been observed as less effective causes. Therefore, all
of these factors have a significantly more significant effect on latent variables. The
researchers found that QWL's practices in private banks are better than those in public
banks. Among the latent factors HRD environment, training and retention and QWL
found that the most effective factor is QWL but highly correlated for employee
motivation. Thus, it is cleared that employee motivation is significantly influenced by

HRD and the work environment at banks.

In conclusion, many scholars have identified human resource development as the
main goal of human resource management. Thus, the manpower employed in the HRD
refers to their overall motivation and inclusive effort to provide the right HRD
environment, as well as to develop their functional skills and abilities to achieve the
expected work and behavior. In this case effective quality training is considered very

important in skill development.
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Chapter Eight
HRD Outcomes, HRD Climate and Employee Motivation

Background

This chapter has been divided into four sections—HRD Mechanisms, HRD Climate or
OCTAPACE, Performance Appraisal, and Management Practices that covering the
study objectives number seven. The objective of this chapter is to examine the effect of

HRD outcomes on the employee motivation in the banks.

8.1 HRD Outcomes

HRD is concerned with an organized sequence of learning happenings, classified a
specified time limit, and intended to produce behavioural change in the learner. HRD
instruments and processes make people more committed and satisfied, where the
employees enthusiastically continue to give their best to the organization. Nadler
explicated that the term "HRD™ was first applied in 1968 in George Washington
University considered as pioneer. After that it is being used by American Society for
Training and Development (ASTD) at Miami conference in 1969. Since 1970 the term
was being used to gain more acceptances with an alternative term “Training &

Development”.*

HRD matrix shows the interrelationship among HRD Mechanisms (instruments),
processes, outcomes and organizational effectiveness. HRD instruments include
performance appraisal (PA), communication, role analysis, training and development,
job rotation, enrichment etc. HRD mechanisms lead to generate the HRD processes
namely role clarity, responsibility, performance planning and development, climate risk
taking, etc. HRD process confirms outcomes of the more qualified, efficient, dynamic,
and satisfied, enthused and committed work force. HRD outcomes—HRD mechanisms
and processes brand HRs more committed, satisfied and dedicated for which employees
are enthusiastically driven to contribute their best strength to attain the banks’ goal.

Organizational effectiveness—HRD outcomes influence the organizational effectiveness

! L. Nadler, “Defining the Field - Is it HRD or OD or” Training & Development Journal, December
1980, Vol. 34, No.12, published by ASTD: 66.
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which in turn, be determined by a number of identified variables e.g. environment,
societal, updated technology and competitors. Organizational and employee outcomes
have been discussed in the following 9th chapter. Dimensions of the HRD Matrix and
its practices influence organizational effectiveness, which varies orgainizational or

managment practices.

8.2 HRD Instruments

These include performance appraisal, consulting, role analysis, potential development,
training, communication policy, job rotation, rewards, job enhancement programs, etc.
Organization can rely on the size of the organization, internal environment; support

promises of policy, etc.

8.3 HRD Processes

HRD instruments lead to the HRD generation of processes such as transparency,
performance planning, development climate, risk mitigation, mobility among
employees. The HRD processes should result in more skilled, satisfied and committed

people who will enhance the organization through their greatest contribution.

8.4 HRD Climate and Culture

For better understanding the HRD climate, organizations frequently familiarize some
structured questionnaires for exploring the gap and taking corrective measures. Some of
the questionnaires, could be as — (i) Does the bank consider employees as the most
important resource? (ii) Does the bank believe in developing competencies of all cross-
sections of employees and initiate action in that direction? (iii) Is the banking sector
transparent in communication? (iv) Does the bank employees to be encouraged to take
risks? (v) Is there (in the bank) a climate of collaboration, team spirit, mutual trust and
confidence? (vii) To what include are HRD activities development oriented? Over these
questionnaires organization could be able to find out the deviation between goals and
obtained results and taking remedial actions for employee motivation as well as
retention. HRD culture enables the organization to adopt with the rapid changes which
are characterized by openness, confrontation, trust, autonomy, pro-activeness,

authenticity, collaboration practices.
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8.5 HRD Strategy

HRD integrates T & D, organizational development (OD), and career development with
a view to improving individual, group and organizational effectiveness. HRD strategies
believe that in order to involve employee to be successful that team effectiveness
training should be delivered internally. This ensures developing employee capability and

management effectiveness.

8.6 Importance of OCTAPACE in HRD Matrix

Practices of effective HRD in the organizations result in higher degree of organizational
performances. Enhancement of HRD and its effective practice is likely to output
increase productivity as well as reduce the employee absenteeism and turnover. HRD is
a powerful tool to maximize wealth with reducing operating costs. If it is possible to
apply HRD in the different organizations ensures that there could be a strong positive
effect on output/outcomes. Finally employees might be highly motivated. It can be
observed that HRD Climate or OCTAPACE Culture is more effective and conducive to
explore and enhance better opportunities for reaching the organizational goal by

confirming the potentialities of employees.

8.7 Investigation of HRD Mechanisms in the Banks

Descriptive as well as inferential statistics has been analyzed and interpreted the
observation of the existing employees in the banks given below. This section of the
chapter has discussed on the elelements involved in the HRD mechanisms that influence
HRD outcomes in the banks. The analysis has covered from Table 8.2 to 8.12.

Table 8.1: Considering HRD department in the bank as an unit (HRD_Dept)

Perception Freq. % Remarks

Moderately agree 1 0.3 | The survey from the aforementioned Table 8.1 found
Agree 170 | 425 | that 57.3% (maximum) of employees believe that
Strongly agree 229 | 57.3 | HRD establishes the bank as a separate unit.

Total 400 | 100.0

Table 8.2: Mechanism of performance appraisal (Mecha_PA)

Perception Freq. % Remarks

Moderately agree 7 1.8 | Table 8.2 showed that the highest number (52.8%
Agree 211 52.8 | and 45.5%) of the respondents believe on the
Strongly agree 182 | 45.5 | mechanisms of PA practices in the banking sector.
Total 400 | 100.0
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Table 8.3: Review discussions, feedback, counseling and rewarding culture (RDFC)

Perception Freq. % Remarks

Disagree 2 0.5 | Table 8.3 showed that majority of the (54.5% and
Moderately agree 97 24.3 | 20.8%) employees agreed that discussion and
Agree 218 | 545 | feedback are being practiced in the banks.

Strongly agree 83 20.8

Total 400 | 100.0

Table 8.4: Manager analyzing the roles of the employees (Role_analyse)

Perception Freq. % Remarks

Moderately agree 87 21.8 | It has been noticed (Table 8.4) that 62% and 16.3%
Agree 248 |  62.0 | of the participants are agreed that the managers
Strongly agree 65| 16.3 | explored the roles of the employees.

Total 400 | 100.0

Table 8.5: Training

facility making future talent development (TFCFT)

Perception Freq. % Remarks

Disagree 1 0.3 | From Table 8.5 the study found that 68.3% (highest)
Moderately agree 64 16.0 | of the respondents believe that training facility makes
Agree 213 68.3 | future talent development and also for overall
Strongly agree 62 155 | pusiness.

Total 400 100.0

Table 8.6: OD Exercise and changing culture (OD & change)

Perception Freq. % Remarks

Disagree 16 4.0 | Researcher perceived that about 62.8% (Table 8.6) of
Moderately agree 114 28.5 | the employees given better opinion regarding OD
Agree 251 62.8 | exercise and changing culture of organization.
Strongly agree 19 4.8

Total 400 100.0

8.7.1 Obseravtion on Correlations of the Factors of HRD Mechanisms

The study has developed a score matrix from the frequency table above and shown the

correlation among the variables involved in the HRD mechanisms (Table 8.7).

Table 8.7: Score matrix of frequency and Pearson correlation HRD mechanisms in HRD matrix

HRD Mechanisms High (A+SA) | Moderate | Correlation | p-value Significant
HRD_Dept 399 (99%) 1 (1%) r=1.00" 0.000 Highly significant;
PA_mecha 393 (98%) 7 (2%) r=0417" 0.000 “Correlation is
RDFC 301 (75%) 97 (24%) r=0.213" 0.000 | significant at 0.001
Role_analyse 313 (78%) 87 (22%) r=0.500" 0.000 | (2-tailed). r=1.00"
TFCFT 335 (84%) 64 (16%) r=0.498" 0.000 perfect positive
OD & Change 270 (67%) | 114 (29%) r=0.306" 0.000 correlation.

Observations: Table 8.7 shows r=0.500"" (highest) and p-value 0.000<0.05. The

highest score of considering HRD as separate unit is 99% (agree and strongly agree)
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which has the positive significant impact on employee satisfaction in the banking sector.
In addition, it has also been shown that the banking industry practices HRD mechanisms
applied among its employees.

8.7.2 Status of HRD Mechanisms in Public and Private Bank

The practices of HRD mechanisms in the nationalized traditional and private

commercial banks are shown by using Levene’s Test for Equality Variance (Table 8.9).

Table 8.8: Comparison of HRD mechanisms between public and private bank

Factors Public Bank Private Bank Levene's Test for Equality of Variances

Mean SD Mean SD MD F Sig. Status
HRD_Dept 4.559 | 0.500 4613 | 0.490 -0.053 | 3.513 0.397 | Private >Public
PA_mecha 4413 | 0.530 4538 | 0.526 -0.125 | 0.012 0.060 | Private >Public
RDFC 3.931| 0.689 4.050 | 0.673 -0.119 | 0.120 0.166 | Private >Public
Role_analyse 3.944 | 0.611 3.950 | 0.634 -0.006 | 0.129 0.935 | Private >Public
TFCFT 3.975| 0.581 4.050 | 0.525 -0.075 | 0.459 0.266 | Private >Public
OD & Change | 3.647 | 0.641 3.825 | 0.546 -0.178 | 12.379 0.013? | Private >Public
Overall 4.078 | 0.592 4171 ] 0566 | -0.093 | 2.769 | 0.306" | "Private >Public

Remarks: MD= Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the Difference; Sig.
(2-tailed). p-value 0.012% p>0.05 and 0.306"; p<0.05.

Observed (Table 8.8) that mean value (public and private bank are 4.078 and
4.171 respectively) of HRD mechanisms of private bank is higher than the mean value
of all factors of public bank. There is alternative hypothesis statistically significant p-
value 0.013 which is than 0.05. Thus, organizational change and development has a

strong impact on the HRD mechanism and employee motivation.

8.7.3 EFA of HRD Mechanisms

The factors involved in HRD mechanisms in the banks have been anlaysed in the Table
8.9 and Table 8.10.

Table 8.9: Descriptive and test results for EFA of HRD mechanisms

Variables: HRD Instruments Mean | SD Test result
HRD Department in the bank as an unit (HRD_Department) | 4.570 | 0.501 3
Mechanism of performance appraisal (PA_mechanism) 4.438 | 0.531 KI\{O-O.674
Review discussions, feedback, counseling and rewarding 3.955 | 0.685 Xz_d?(171'59)43
culture for better performance (Review_rewarding) =
Manager analyses the roles of the employees (Role_analysis) | 3.945 | 0.615 p'VaI\IIEngOOO
Training facility creating future talent (Creating_talent) 3.990 | 0.571 -

OD and changing culture (OD_culture) 3.683 | 0.627

Extraction: Principal Component Analysis; Data are significantly suitable for EFA.
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Table 8.9 shows the mean values of all the above factors of HRD mechanisms or
instruments greater than 3 and 4 scale showing the practices in the banking sector is
good. Bank follows performance appraisal systems (mean value 4.570) and developed a
separate unit of the HRD department (4.438). The other factors of HRD instruments
such as review discussion, rewarding, employees’ role analysis, creating talent and OD

culture (changing culture or initiatives) are being practiced in the sampled banks.

Table 8.10: EFA and total variance explained for HRD mechanisms or sub-systems

Total Variance Explained

Communalities: HRD Mechanisms Initial (1.00) Extraction Sums

. of Squared Remarks
Eigenvalues Loadings on highly

Components Initial | Extraction | Total V;/roi;rfce -Egtf;l V;/roiaorfce loadings

1. Mechanism of PA 1.000 0.724 | 2.217 36.956 | 2.217 36.956 | Loaded
2. HRD a unit 1.000 0.694 | 1.394 23.230 | 1.394 23.230 [ by 60%
3. Roles analysing 1.000 0.643 | 0.822 13.708 - - -
4. Review_rewarding 1.000 0.599 | 0.822 13.708 - - -
5. Creating talent 1.000 0.598 | 0.516 8.594 - - -
6. OD & culture” 1.000 0.353 | 0.466 7.763 - - -

“Extraction value of OD is <0.40.Total variance explained and loaded covering 60.19% (1+2).

Table 8.10 shows that extraction values of five components are more than 40%
the communality values from 1 to 5 out of six factors. There are two factors with
Eiganvalues of mechanism of PA and HRD unit are 2.217 and 1.394 respectively more
than 1.00. That means, these three components are highly loaded and covered ~60%
(36.956 +23.230) of the total variance explained. In the HRD mechanisms or
instruments performance appraisal (PA) and HRD unit factors should reevaluate in the
sampled banks for employee motivation.

Scree Plot

2577

Figure 8.1 shows the scree plot of
Eigenvalues and depicting two
factors are creating elbow shape
and maximum proportion variance
explained in the graph. The top
three communalities have been
extracted i.e., mechanism of PA
, , and HRD unit are the most

T T T T
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Component Number S|gnificant

Eigenvalue

0.0+

Figure 8.1: Scree plot on HRD mechanisms
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8.7.4 Measuring Effective Factors of HRD Mechanisms from SEM

Rsearcher has explored the effective factors significantly influence employee motivation

in case of HRD mechanisms in the banking organizations by using SEM (Table 8.12

and Figure 8.2) as single latent factor.

Structural Equation Modeling for HRD Mechanisms

| T

| "
N~ '/

e
//

Figure 8.2: SEM on HRD instruments

Figure 8.2 shows SEM for
HRD  Mechanisms  (latent
variable; beta coefficient values
0.13) with estimating
coefficient paths as well as
mean values of each factor
(shown in 37_1 to 37_6). From
this path it can be explored the
effective  factor of HRD
instuments in motivation.

Table 8.11: Measurement for SEM of HRD mechanisms

Particulars (Measurement)

| Coef.

| Std.Err.

z

| _p>z

95% Conf. Interval

HRD Mechanisms or Sub-systems (Latent Factor)

Var37_1(HRD_department) <- |
1 | (constrained)

_cons 457 | 0.025001 182.8 | 0.000 4521 4.619
Var37_2 (PA_mechanism) <-

0.653 17.256 0.04 ] 0.970 -33.168 34.474
_cons 4.438 0.027 167.4| 0.000 4.386 4.490
Var37_3 (Review-rewarding) <-

1.104 0.248 4451 0.000 0.618 1.590
_cons 3.955 0.034 | 115.63| 0.000 3.888 4.022
Var37_4 (Roles_analysis) <-

1.470 38.854 0.04 ] 0.970 -74.683 77.623
_cons 3.945 0.030 129.5| 0.000 3.885 4.005
Var37_5 (Creating_talent) <-

0.863 0.194 4441 0.000 0.482 1.244
_cons 3.99 0.029 140 [ 0.000 3.934 4.046
Var37_6 (OD_culture) <-

0.461 12.197 0.04 ] 0.970 -23.44 24.367
_cons 3.683 0.031 | 117.68 | 0.000 3.621 3.744
var(e.Var37_1) 0.120 3.438 ~0 30.6
var(e.Var37_2) 0.226 1.466 ~0 | 76351.28
var(e.Var37_3) 0.309 4.190 ~0 10.4
var(e.Var37_4) 0.090 7.431 ~0 16.5
var(e.Var37_5) 0.228 2.562 ~0 84
var(e.Var37_6) 0.364 0.733 0.007 18.814

193




HRD Outcomes, HRD Climate and Employee Motivation

var(HRD Mechanisms;LF) 0.130 3.439 ~0 40.9
cov(e.Var37_1,e.Var37_3) -0.135 3.796 -0.04 0.972 -7.574 7.304
cov(e.Var37_1,e.Var37_4) -0.191 0.044 -4.38 0.000 -0.277 -0.106
cov(e.Var37_1,e.Var37_5) -0.107 2.968 -0.04 0.971 -5.923 5.710
cov(e.Var37_2,e.Var37_4) -0.066 3.300 -0.02 0.984 -6.534 6.403
cov(e.Var37_2,e.Var37_6) -0.048 1.036 -0.05 0.963 -2.078 1.983
cov(e.Var37_3,e.Var37_5) 0.041 3.276 0.01 0.990 -6.381 6.462
cov(e.Var37_4,e.Var37_6) -0.017 2.333 -0.01 0.994 -4.589 4.555
LR test of model vs. saturated: chi2(2) ="34.87," Prob > chi2= 0.000

This Table 8.11 showing information on how the SEM is specified by listing the
observed variables with coefficient values of latent factor HRD Mechanisms or Sub-
systems ($=0.130) are HRD department (f=1constrained), performance appraisal
mechanism ($=0.653<1), review, discussion rewarding (5=1.104>1), role analysis
(#=1.470>1), creating talent ($=0.863<1 or considering it near to 1), and OD culture
(#=0.461<1). The p-values for all of the factor loadings are below the typical cut-off of
.05, leading to the rejection of the null hypotheses that the factor loadings are equal to 0;
except PA mechanism, role analysis and OD culture three variables (p-value
0.970>0.05, 95% interval between -33.163 to 34.474, -74.683 to 77.623 and -23.44 to
24.367 respectively) here only null hypothesis is accepted).

The standardized factors loading for the review rewarding, and role analysis
variables and coefficient values are =1.104 and $=1.470 which are >1, meaning that
standard deviation increases in HRD mechanisms lead to a standard deviation increases
in the response to the said factors more effective in the model. The coefficient value of
remaining one factor that means creating talent is near to 1 leads the model effective as
well. Therefore, it is the best measure of HRD Mechanisms or Sub-systems. The model
chi-square value, %(2) = 34.87 Prob>chi2 = 0.0000, is highly statistically significant (p-
value <0.05) indicating the model reproduces the observed co-variance among all
factors very well. Null hypothesis (Hy) fits in this case. The p-value of 0.000 is less than
.05, the typical cut-off for the test, which means that the null hypothesis is rejected and
the model turns well. The overall model fits extremely well meaning that the latent
variable specified as HRD Mechanisms strongly associated to the all factors applied to
measure it. The output also provides with the chi-square value of 34.87, with the degree
of freedom 5, and the significance of the chi-square test (i.e. p<0.001). The equation

may Employee Motivation = f (HRD Mechanisms or Sub-systems).
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This unit of the chapter has discussed the HRD process and its factors. In this section

frequency distribution, correlation, EFA are used to analyze the data (Table 8.13-8.20).

Table 8.12: Role clarity and clarification of norms and standards (Role clarity)

Perception Freq. % Remarks

Moderately agree 24 6.0 | Table 8.12 shows that 68.5% (majority) of the
Agree 274 68.5 | respondents do have faith in the norms and standards
Strongly agree 102 | 255 | that affected by role clarity and clarification.

Total 400 | 100.0

Table 8.13: Awareness of competencies required for job performance (Aware_comptnce)

Perception Freq. % Remarks

Disagree 1 0.3 | Table 8.13 explains that 60.3% (highest) of the
Moderately agree 10 2.5 | respondents’ bank on that awareness of competencies
Agree 241 | 60.3 | required for better job performance.

Strongly agree 148 37.0

Total 400 | 100.0

Table 8.14: Risk t

aking and fair rewarding culture (Risk-rewarding)

Perception Freq. % Remarks

Disagree 15 3.8 | From the Table 8.14 the study found that 47%
Moderately agree 74 | 185 | (highest) of the employees do have the priority in
Agree 188 | 47.0 | taking risk and fair rewarding culture practices by the
Strongly agree 123 30.8 banking sector.

Total 400 | 100.0

Table 8.15: Investment on HRD (Invest_on HRD)

Perception Freq. % Remarks

Strongly disagree 1 0.3 | Table 8.15 shows that 68.8% (highest) of the
Disagree 2 0.5 | respondents in the banks believe that banking
Moderately agree 18 4.5 | respective bank tried to invest to develop HR.

Agree 275 68.8

Strongly agree 104 26.0

Total 400 | 100.0

Table 8.16: History and past culture of employees made impartially (Past_culture)

Perception Freq. % Remarks

Disagree 1 0.3 | The mentioned Table the study got that 51.5%
Moderately agree 15 3.8 | (majority) of the employees believe that past culture
Agree 178 445 | and history of the banking organizations affect
Strongly agree 206 51.5 | employees’ impartiality (Table 8.16).

Total 400 100.0

8.8.1 Observation on HRD Process and Its Correlation in the Banks

The relationship and perception of high degree have been shown in Table 8.18.
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Table 8.17: Score matrix of frequency and pearson correlation of HRD process

HRD Process High Moderate | Correlation | p-value Significant
Role clarity 376 (94%) 24 (6%) r=1.00" 0.000
Aware_comptnce | 389 (97%) | 10(3%) | r=0.481" | 0.000 | .. ighly significant

= - Correlation is significant
Risk_rewarding 311 (78%) | 74 (19%) r=0.276 0.000 | at 0.001 (2-tailed). r=1.00"
Invest_on HRD 379 (95%) 18 (4%) | r=0.198" 0.000 perfect positive

= _ correlation.
Past_culture 384 (96%) 15 (4%) r=0.181 0.000

Overall observation: It explains that r=0.481"" (highest) and p-value 0.000<0.05.

The highest score of awareness competence is 97% (agree and strongly agree)
which has the positive significant impact on employee motivation in the banking sector
(Table 8.17). It also shown that the banking industry practices HRD process applied

among its employees.

8.8.2 HRD Process and Its Ppractices in Public and Private Bank

The factors involved in the HRD process and its practices have been observed through

using Levene’s Test (shown in Table 8.18).

Table 8.18: HRD process between public and private bank

Factors: HRD Public Bank | Private Bank | Levene's Test for Equality of Variances
process Mean | SD |Mean | SD | MD F Sig. Status
Role clarity 420 053| 4.23| 050 -0.04 | 0.012 | 0.557 | Private >Public

Aware_comptnce 440| 055| 4.28| 048 0.08| 9.204 | 0.228 Public>Private

Risk_rewarding 380 | 085| 4.35| 0.48]| -0.38 | 8.064 | 0.000% | Private >Public

Invest_on HRD 420 057 | 419| 051| 0.01|0.724| 0.847 Public>Private

Past_culture 450 | 0.56| 4.35| 0.66| 0.15| 2.004 | 0.036" Public>Private

Overall 424 | 061| 4.28| 053] -0.03| 4.00| 0.334°| “Private >Public

Remarks: MD= Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the
Difference; Sig. (2-tailed). The p-value 0.000?, 0.036° p>0.05 and 0.334%; p<0.05.

It is being observed (Table 8.18) that overall ‘mean value (public and private bank
are 4.243 and 4.278 respectively) of HRD process of private bank is slightly higher than
public bank. Role clarity, risk taking and rewarding culture were being evaluated in the
private bank. It has also observed that risk and rewarding culture does have a strong
effect HRD process on employee satisfaction (p-value 0.000<0.05). Employees’ past

history has an impact on motivation (p-value 0.036<0.05).
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Table 8.19: Descriptive and test results of HRD process

HRD Process Mean | SD Test result
Role clarity and clarification of norms (Role clarity) 4.195 | 0.527 KMO=0.642
Awareness of competencies for job (Aware_competence) 4.340 | 0.539 ¥?=193.59
Risk taking and fair rewarding culture (Risk & rewarding) 4.048 | 0.801 df.=10
Investment on HRD 4.198 | 0.556 | P-value 0.000
History and past culture impartially (Hist & past culture) 4.473 | 0.518 N=400

Extraction Method: PCA,; Significantly data suitable for EFA

Table 8.19 showed that the mean values of all variables mentioned above of the
HRD process are >4 scale. That means, the HRD process involved in HRD Matrix and

its practices in the banking sector is extent or true.

Table 8.20: EFA and total variance explained on HRD process

Total Variance Explained
Communalities: HRD Process Initial (1.00) Extraction Sums of
Eigenvalues Squared Loadings Rerggrks

Components Initial | Extraction | Total V;)/roi:rfce '[:tle;l V;/roi;rfce loadings
1. Role clarity 1.000 0.565 1.88 37.686 1.88 37.70% | Loaded
2. Competence 1.000 0.548 | 0.96 19.275 - - -
3. Risk & rewarding 1.000 0.415 0.91 18.166 - - -
4, Invest_HRD* 1.000 0.187 0.74 14.853 - - -
5. Hist*éfa past 1.000 0.170 | 0.50 10.020 - - -
culture

& Extraction values are <0.40.2 Factor extraction value at 0.40 is supportive to high loadings.
Total variance explained and loaded covering by 38% (1).

Table 8.20 shows that extraction values of three components are more than 40%
the communality values from 1 to 3 out of five factors. There is only one factor with
Eigenvalue’s of role clarity 1.884 more than 1.00. That means, these three components
are highly loaded and covered ~38% of the total variance explained. In the HRD process
role clarity is varied in the sampled banks. History and past culture, and investment on
HRD are highly practices in the banking sector. The Eigenvalues of the two factors such
as awareness and competence building and risk taking and rewarding are 0.964 and
0.908 respectively which are near to initial value These two factors are varied as well.

2 Ajai S. Gaur and Sanjaya S. Gaur, Statistical Methods for Practice and Research, 2nd edn (New
Delhi: Response Books, 2009):143.
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Scree Plot

Figure 8.3 shows the scree and

Eigenvalue

component plot of Eigenvalues
and depicting two factors are
constructing elbow-shaped and
maximum proportion variance
is explained in the graph. The
top two communalities have
been extracted i.e., role clarity
and awareness competence of

Component Number

-
i

the employees are the most
significant.

Figure 8.3: Scree plot on HRD process

8.9 OCTAPACE or HRD Climate Variables or Eight Culture

Discussion on the HRD climate or culture practices in the banking sector of Bangladesh
is given below (Table 8.21 to Table 8.36).

Table 8.21: Openness (O) personality for various curiosities

Perception Freq. % Remarks

Disagree 1 0.3 | Table 8.21 explains that 71.5% of the respondents
Moderately agree 53| 13.3 | believe that banking sector is being tried to create
Agree 286 [ 71.5] the environment through openness culture among
Strongly agree 60 | 15.0 | employees.

Total 400 [ 100.0

Table 8.22: Confrontation (C) (bringing employee face to face for role efficiency, satisfaction,
and attitude towards work)

Perception Freq. % Remarks
Disagree 1 0.3 | Table 8.22 shows that highest (65.8% and 23%)
Moderately agree 44 | 11.0 | number of the respondents brought face to face for
Agree 263 | 658 | increasing efficiency, satisfaction and positive
Strongly agree 92 [ 23.0 | atitudes towards job.
Total 400 [ 100.0

Table 8.23: Trust (T) among colleagues through better communication
Perception Freg. % Remarks
Strongly disagree 3 0.8 | It is evident (Table 8.23) that majority of the
Disagree 1 0.3 | participants believe that trust among colleagues
Moderately agree 27| 6.8 | increased better understanding for doing a job better.
Agree 195 48.8
Strongly agree 174 | 435
Total 400 | 100.0
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Table 8.24: Autonomy (A)

Perception Freq. % Remarks

Strongly disagree 63 | 15.8 | For doing respective job only employees have given
Disagree 119 | 29.8 | autonomy. About 40.3% more of the employees
Moderately agree 161 | 403 | were moderately agreed regarding job autonomy
Agree 43 | 108 | (Table 8.24).

Strongly agree 14 3.5

Total 400 | 100.0

Table 8.25: Proactive orientation is given by the bank (P)

Perception Freq. % Remarks

Disagree 6 1.5 | Table 8.25 shows that majority (50% and 46.8%)
Moderately agree 7] 18| number of the employees replied positively
Agree 200 | 50.0 | regarding the proactive orientation.

Strongly agree 187 | 46.8

Total 400 | 100.0

Table 8.26: Authenti

city (A) and accountability in the security and fact

Perception Freq. % Remarks

Moderately agree 4 1.0 | Table 8.26 shows 69.8% (highest) of the
Agree 117 29.3 | respondents do have strong beliefs on the
Strongly agree 279 | 69.8 | authenticity and accountability in terms of security
Total 400 | 100.0

and fact of the banks.

Table 8.27: Collaboration (C) or work together with others (cooperation)

Perception Freq. % Remarks

Disagree 16 4.0 | From Table 8.27 the researcher found that 43.5%
Moderately agree 102 25.5 | (highest number) of the participants given positive
Agree 174 | 43.5 | thinking about collaboration with employees.
Strongly agree 108 27.0

Total 400 | 100.0

Table 8.28: Experimentation (E) for new projects and things

Perception Freq. % Remarks

Strongly disagree 1 0.3 | Table 8.28 shows that 52.5% (highest) of the
Disagree 4 1.0 | employees are being engaged in different projects
Moderately agree 28 7.0 | with experimentation and took pilot projects.

Agree 210 52.5

Strongly agree 157 39.3

Total 400 | 100.0

8.9.1 Overall Score and Correlation Matrix of OCTAPACE

This section has explained the aggregate frequencies and correlations among the factors
HRD climate (Table 8.29).
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Table 8.29: Score matrix of frequency and correlation OCTAPACE/HRD climate

OCTAPACE High Moderate | Correlation | p-value Significant
Openness (O) 346 (87%) 53 (13%) r=1.00" 0.000 Strongly significant;
Confrontation (C) 355 (89%) | 44 (11%) r=0.505 0.000 ““Correlation is
Trust (T) 369 (92%) 27 (7%) r=0.407" 0.000 | significant at 0.001 (2-
Autonomy (A) 57 (14%) | 161 (40%) r=0.167 0.000 | tailed). r=1.00" perfect
Proactiveness (P) 387 (97%) 7 (2%) r=0.293" 0.000 | positive correlation.
Authenticity (A) 396 (99%) 4 (1%) r=0.293" 0.000 | Thus, HRD climate
Collaboration (C) 282 (71%) | 102 (25%) r=0.262" 0.000 | variables are practiced
Experimentation (E) 367 (92%) 28 (7%) r=0.202" 0.000 | in the banking sector.

Observations: It shows r = .505 ** (maximum in confrontation) and p-value 0.000
<0.05. High Level perception (Agree+ Strongly Agree) in OCTAPACE or HRD Climate variables.

From the Table 8.29 the highest score 99% of authenticity (agree and strongly
agree) which does have a significant positive impact on employee motivation in the
banking sector. Moreover, it further showed that the banking industry practices
OCTAPACE applied among its employees. Almost all the perception values are higher
than 50% except 14% of autonomy.

8.9.2 HRD Climate Practices between Public and Private Bank

Researcher has strived to show the pratices of OCTAPACE culture comparatively
between the banks in Table 8.30.

Table 8.30: HRD climate or OCTAPACE between public and private bank

Factors: Public Bank Private Bank Levene's Test for Equality of Variances
OCTAPACE Mean SD Mean SD MD F Sig. Status
Openness 4,01 0.56 4.04 0.46 -0.03 | 1.53 0.645 | Private>Public
Confrontation 4,11 0.58 4.13 0.58 -0.01 | 0.04 0.864 | Private >Public
Trust 4.34 0.70 4.34 059 | 0.001| 1.45 0.971 | Public>Private
Autonomy 2.56 0.99 2.58 0.98 -0.01 | 0.29 0.920 | Private >Public
Proactiveness 4.44 0.60 4.33 0.63 0.12 | 0.01 0.118 | Public>Private
Authenticity 4.69 0.49 4.68 0.47 0.02 | 0.02 0.080 | Public>Private
Collaboration 3.85 0.85 4.26 0.65 -0.41 | 4.71| 0.000% | Private >Public
Experimentation 4.25 0.68 4.46 0.57 -0.21 | 0.04 | 0.011° | Private >Public
Overall 4.03 0.68 4.10 0.62 | -0.07| 1.01| 0.451° | "Private>Public

Remarks: MD = Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the Difference; Sig.
(2-tailed). The observed p-value 0.000% and 0.011° p>0.05 and 0.451°; p<0.05.

Overall “mean value (public and private bank are 4.034 and 4.100 respectively)
of HRD climate of private bank is slightly higher than public bank. That means, HRD
climate or OCTAPACE culture or (eight variables) practices are being observed in the
private bank rather than public bank (Table 8.30). Trust, proactiveness, authenticity,
collaboration and experimentation are highly practices in the public bank than the

private bank. Job autonomy practices in both the banks showing dissatisfaction among
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the employees. It has being observed that employees agreed with HRD climate practices
in the public and private banking sector of Bangladesh. Collaboration and
experimentation have the statistically significant impact on employee motivation in case
OCTAPACE in the banking sector since p-value <0.05 (p=0.000 and p=0.011).

Figure 8.4 depicts the mean
values of the public and
private banks in case of
OCTAPACE is being used in

Mean the employee development. It
shows that the private bank
comparatively  better than
public bank.

Private Bank 41

Public Bank 4.033

3.95 4 405 41 415

Figure 8.4: OCTAPACE in public and private bank

8.9.3 Perception of Officers and Principal Officers on OCTAPACE

HRD culture or OCTAPACE practices in the banking sectors and its perception of
officer and PO level has been examined that is shown in Table 8.31.

Table 8.31: Perception of OCTAPACE among Officers and POs

Officer PO Levene's Test for Equality of Variances
Eight culture Mean SD Mean SD MD F Sig. Motivation
Openness 3.91 0.59 4.098 0.515 -0.193 0.667 0.415 PO >Officer
Confrontation 4.06 0.62 4.109 0.523 -0.046 0.522 0.471 PO >Officer
Trust 4.26 0.66 4.304 0.752 -0.041 0.260 0.611 PO >Officer
Autonomy 2.34 092 2674 0.927 -0.337 0.162 0.688 PO >Officer
Proactiveness 4.37 0.57 4391 0.628 -0.023 0.818 0.367 PO >Officer
Authenticity 4.67 047 4.707 0.504 -0.033 0.147 0.702 PO >Officer
Collaboration 3.85 0.85 4.065 0.887 -0.213 0.110 0.741 PO >Officer
Experimentation 4.22 0.66 4.294 0.688 -0.072 1.779 0.184 PO >Officer
Grand output 3.96 0.67 4.080 0.678 -0.120 0.558 0.522 PO >Officer

In the Table 8.31 it is being observed that overall p-value >0.05; There is
insignificant relationship between officer and principal officer in terms of OCTAPACE
culture in the sampled banks. Here is to be noted that PO is more satisfied/motivated
than the officer since mean value shows MDpo >MDofficer (-0.12).
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Figure 8.5: OCAPACE among Os and POs in banks

8.9.4 Factor Analysis of HRD Climate Components

Figure 8.5 shows the mean
difference between officer an
principal officer. It is being
observed that entry level
officers are less satisfied than

the PO.

Factors included in HRD climate have analysed in Table 8.32 and 8.33.

Table 8.32: EFA for HRD climate or OCTOPACE

Variables: HRD with OCTOPACE Mean SD Test result
Openness personality for various curiosity (O) 4.013 0.541

Confrontation (C) 4.115 0.581 KMO=0.70
Trust among colleagues (T) 4.340 0.682 2=414.651
Autonomy (A) 2.565 0.994 df.=28
Proactive orientation is given by the bank (P) 4.420 0.608 p-value=0.000
Authenticity and accountability with fact (A) 4.688 0.485 N=400
Collaboration or work together with others (C) 3.935 0.826

Experimentation for new projects and things (E) 4.295 0.663

Extraction Method: Principal Component Analysis; Remarks: Significantly data are good fit.

Table 8.32 shows that the mean values of all factors of OCTAPACE of the HRD
climate are greater 4 scale (true degree) except autonomy (mean value 2.565<3). Therefore,
the practices of HRD climate or 8 cultures (OCTAPACE) in the sector show the good

figure.

Table 8.33: Total variance explained of HRD with OCTOPACE

Communalities;: HRD with

Total Variance Explained

Initial (1.00 Extraction Sums of

OCTOPACE Eigen\falues) Squared Loadings
Remarks

Components Initial | Extraction | Total % of Total % of

Variance | (>1) | Variance
1. Confrontation (C) | 1.000 0.608 | 2.326 29.079 | 2.326 29.079 | Loaded
2. Openness (O) 1.000 0.588 | 1.401 17.510 | 1.401 17.510 | by 47%
3.Trust (T) 1.000 0.512 | 0.989 12.368 - - -
4. Authenticity (A) 1.000 0.509 | 0.846 10.573 - - -
5. Autonomy (A) 1.000 0.467 | 0.701 8.760 - - -
6. Proactive (P) 1.000 0.439 | 0.677 8.468 - - -
7. Collaboration (C) | 1.000 0.436 | 0.629 7.861 - - -
8. Experimntn(E)” 1.000 0.169 | 0.430 5.380 - - -

Total variance explained loaded covering (1+2) ~47%. Extraction value of experimentation (E)
for new projects is less than 0.40.
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Table 8.33 shows that extraction values of seven components are more than 40%
the communality values from 1 to 7 out of eight factors. There are two factors with
Eiganvalues of confrontation-C and openness-O are 2.326 and 1.401 respectively more
than 1.00. That means, these two components are highly loaded and covered ~47%
(29.079 +17.510) of the total variance explained. Since the said two variables are varied

this is why, it should review by sampled banks.

Scres Plot Figure 8.6 shows the scree plot of
Eigenvalues depicting two factors
are creating elbow shape and

maximum proportion variance is

Eigenvalue

explained in the graph. The top

three extracted i.e., confrontation

o | | | | | | | and openness personality of HRD

1 T Compnenmumer climate are the most substantial
Figure 8.6: Scree plot OCTAPACE in banks factors for employee motivation.

8.9.5 Effective Factors of HRD Climate

This section of the chapter explored the most and significant factors included in the
latent variable OCTAPACE with HRD process influencing employee motivation of the
banking organization (Table 8.34-8.35, and Figure 8.7).

(Ys{varssa . Figure 8.7 showing SEM
las 9 Var3ga : on HRD process (Latent
s{Vvar3s 2 D_proceys
078 4 3.3 .028
#{varasa| L factor 1; p=.028) and HRD
' = 2
ol iphaz Jo{Varses ws Climate or OCTAPACE
4 Var38_a| :
#{ Var3g 47| - (Latent factor 2; =.074) in
N2 (oze)#{Var3g s . N
2 F{Varse 2o T APAC the significant part of the
o) ar38_4.0f= = 074 ] )
> afvarss 11 = HRD matrix. The figure
— 1
s }Hvarss 22 0 shows the mean values of

c13 HdVar38_43
all variables.

Figure 8.7: SEM on HRD process and OCTAPACE
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Table 8.34: Measurement for SEM on HRD process and HRD climate

Particulars (Measurement)

| Coef.

| SE

4

[ p>z

| 95% Conf. Interval

HRD Process (Latent 1) and HRD Climate (Latent 2) or OCTAPACE

Var38_1 (Roles clarity & norms) <- |
1 | (constrained
_cons 4.20 0.026 159.4 0.000 4.143 4.247
Var38_2 (Awarnss & perfrmnce) <-
0.87 0.278 3.14 0.002 0.328 1.418
_cons 4.34 0.027 161.56 0.000 4.287 4.3393
Var38_3 (Risk & fair rewarding) <-
3.33 1.212 2.75 0.006 0.953 5.701
_cons 4.05 0.040 101.2 0.000 3.969 4.126
Var38_4 (Investment on HRD) <-
1.70 0.636 2.67 0.008 0.451 2.945
_cons 4.20 0.028 151.3 0.000 4.143 4.252
Var38_5 (History & past) <-
2.01 0.772 2.61 0.009 0.500 3.525
_cons 4.47 0.029 153.6 0.000 4.415 4.530
HRD Climate or OCTAPACE (Latent factor 2)
Var38_6 (Openness) <- |
1 | (constrained)
_cons 4.01 0.027 148.4 0.000 3.959 4.065
Var38_7 (Confrontation) <-
1.05 0.138 7.63 0.000 .782 1.323
_cons 4.12 0.029 141.8 0.000 4.058 4.172
Var38_8 ((Trust) <-
1.18 0.231 5.13 0.000 0.731 1.637
—cons 4.34 0.034 127.4 0.000 4.273 4.407
Var38_9 (Autonomy) <-
2.28 0.389 5.87 0.000 1.521 3.046
_cons 2.57 0.050 51.81 0.000 2.468 2.662
Var38_10 (Proactive) <-
0.85 0.197 4.30 0.000 0.461 1.233
_cons 4.42 0.030 145.6 0.000 4.360 4.480
Var38_11 (Authenticity) <-
0.63 0.155 4.04 0.000 0.322 0.929
_cons 4.69 0.024 | 193.39 0.000 4.640 4735
Var38_12 (Collaboration) <-
1.03 0.223 4.59 0.000 0.588 1.464
_cons 3.94 0.041 95.35 0.000 3.854 4.016
Var38_13 (Experimentation) <-
0.39 0.156 2.53 0.012 0.088 0.698
_cons 4.30 0.033 129.9 0.000 4.230 4.360
Var(HRD process) 0.393 0.013 0.011 0.071
Var(OCTAPACE or HRD climate) 0.074 0.019 0.045 0.121
var(e.Var38_1) 0.249 0.020 0.212 0.292
var(e.Var38 2) 0.267 0.020 0.231 0.309
var(e.Var38_3) 0.325 0.111 0.167 0.634
var(e.Var38_4) 0.224 0.045 0.167 0.307
var(e.Var38_5) 0.218 0.020 0.151 0.333
var(e.Var38_6) 0.255 0.023 0.183 0.261
var(e.Var38_7) 0.360 0.036 0.297 0.439
var(e.Var38_8) 0.595 0.073 0.468 0.756
var(e.Var38_9) 0.316 0.026 0.268 0.372
var(e.Var38_10) 0.206 0.017 0.176 0.241
var(e.Var3g_11) 0.604 0.047 0.519 0.702
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var(e.Var38_12) 0.426 0.040 0.370 0.489
var(e.Var38_13)

cov(e.Var38 2,e.Var38 1) 0.111 0.015 7.43 0.000 0.081 0.140
cov(e.Var38_10,e.Var38_1) 0.008 0.014 0.34 0.731 -0.022 0.032
cov(e.Var38_3,e.Var38 2) 0.035 0.027 1.28 0.199 -0.018 0.088
cov(e.Var38_4,e.Var38 2) -0.012 0.016 -0.74 0.456 -0.043 0.020
cov(e.Var38_4,e.Var38 3) -0.078 0.054 -1.44 0.150 -0.184 0.028
cov(e.Var38_5,e.Var38_3) -0.117 0.060 -1.96 0.05 -0.089 0.009
cov(e.Var38_8,e.Var38_3) -0.040 0.025 -1.60 0.111 -0.089 0.009
cov(e.Var38_13,e.Var38_3) -0.072 0.024 -2.97 0.003 -0.120 -0.025
cov(e.Var38_5,e.Var38 4) -0.059 0.034 -1.76 0.078 -0.120 0.007
cov(e.Var38_6,e.Var38_4) -0.003 0.013 -0.24 0.814 -0.028 0.022
cov(e.Var38_6,e.Var38_5) 0.006 0.015 0.42 0.674 -0.023 0.036
cov(e.Var38_7,e.Var38_5) 0.006 0.015 0.38 0.704 -0.024 0.035
cov(e.Var38_7,e.Var38 6) 0.082 0.017 4.86 0.000 0.049 0.115
cov(e.Var38_8,e.Var38 6) -0.004 0.020 -0.23 0.821 -0.043 0.034
cov(e.Var38_8,e.Var38_7) 0.069 0.021 3.21 0.001 0.027 0.110
cov(e.Var38 10,e.Var38_7) 0.018 0.014 1.23 0.220 -0.010 0.046
cov(e.Var38_9,e.Var38_8) -0.072 0.038 -1.91 0.056 -0.145 -0.020
cov(e.Var38_10,e.Var38 9) -0.104 0.032 -3.30 0.001 -0.166 -0.042
cov(e.Var38_11,e.Var38 9) -0.049 0.025 -2.00 0.046 -0.097 -0.001
cov(e.Var38_11,e.Var38_10) 0.050 0.015 3.26 0.001 0.020 0.080
cov(e.Var38 12 e.Var38_10) -0.080 0.025 -3.21 0.001 -0.129 -0.031
cov(e.Var38 12 e.Var38_11) -0.051 0.020 -2.60 0.009 -0.090 -0.013
cov(e.Var38 13,e.Var38_11) 0.046 0.016 2.92 0.003 0.015 0.076
cov(e.Var38_13,e.Var38_12) -0.032 0.027 -1.23 0.220 -0.085 0.020
cov(OCTAPACE_HRD process) 0.029 0.012 2.42 0.016 0.006 0.053

Log likelihood =-4722.3554; (1) [Var38_1] HRD_process = 1; ( 2) [Var38_6]OCTAPACE = 1, LR test of model vs.
saturated: chi2(64) = 274.18, Prob > chi2 = 0.0000; Obs= 400; ml.

The Table 8.34 gives information about how the model is specified by listing the
observed variables mentioning with coefficient values of the HRD process (=0.393)
and HRD Climate or OCTAPACE ($=0.074) as two latent variables) respectively are
role clarity & norms ((#=1, constrained), awareness performance (f=0.873), risk taking
& fair rewarding (#=3.327>1), investment on HRD (=1.698>1), history & past culture
(p=2.013>1), and the latent variable (HRD Process). Similarly, the table shows
information on how the model is specified by listing the observed variables with
coefficient values of the latent variable (OCTAPACE) are openness-O (5=1,
constrained), confrontation-C  ($=1.052>1), trust-T ($=1.184>1), autonomy-A
(#=2.283>1), proactiveness-P (5=0.847 near to 1), authenticity & accountability-A
(#=0.626), collaboration or cooperation-C (5=1.026>1), and experimentation-E
($=0.393). Among these variables risk taking and fair rewarding (#=3.327>1) along
with autonomy (f=2.283>1) are the highly effective factors.

The study observed the standardized factor loadings because of the variance for
HRD process has been set to 1 to scale the latent variable and for model identification.

The standardized factor loading for the risk taking & fair rewarding, history & past
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culture and investment on HRD variables are >1.00 meaning that standard deviation
increased in HRD Process leads to a 3.327, 2.013, and 1.698 standard deviation
increased in the response to these said three factors in the model. The remaining all
other factors are the strongest factor loading of the latent factor HRD Process since the

coefficient values are near to 1; therefore, it is the best measure of HRD Process fits.

Similarly, the standardized factor loadings because the variance for OCTAPACE
has been set to 1 to scale the latent variable and for model identification. The
standardized factor loading for the autonomy-A, trust-C, confrontation-C and
collaboration-C variables are >1 meaning that standard deviation increased in these four
factors leading to 2.283, 1.183, 1.052 and 1.026 respectively standard deviation
increases in the response to the HRD Climate or OCTAPACE in the model. The test
statistic value extremely significant (p-value=0.000<0.05) at 5% level of significance.

With all of the model level fit measures taken together, the overall model fits
extremely well meaning that the latent variable specified as HRD process and HRD
Climate or OCTAPACE are strongly related to the all factors used to quantity it. The
output also provides with the chi-square value of 274.18, with the degree of freedom 38,
and the significance of the chi-square test (i.e. p <0.001). Therefore, the equation is EM
=f (HRD Process + HRD Climate or OCTAPACE).

Hypothesis (Ha): There is a direct association between motivation and HRD
process and OCTAPACE

Table 8.35: Results of path coefficients of HRD mechanism, process and OCTAPACE

Hypothesized Structural Path p-value Coef. Relationship Effect
Motivation<- HRD Mechanisms 0.485 | 0.130 Ha,; rejected Indirect
Motivation<- HRD Process 0.000 | 0.393 Ha,; accepted Direct
Motivation<- OCTAPACE 0.000 | 0.074 | Hay; accepted Direct
Motivation<-HRD, Mech, Procss , OCTAPACE 0.000 | 0.597 Has; accepted Direct

Therefore, it is being observed that all null hypotheses are rejected and alternative
hypotheses are supported this is why there is a direct effect of HRD process and
OCTAPACE on employee motivation of the sampled banks. It has also been observed
that Beta coefficient value of HRD process is higher than OCTAPACE. HRD

mechanisms affect employee productivity and motivation indirectly (Table 8.35).
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8.10 Performance Appraisal Practices in the Banks

The appraisal system has motivational effects on employees. Employees’ performance
appraisal (PA) is a process of confirming whether the employees are doing their
assigned tasks appropriately. PA system gears up initiatives, develops a sense of
responsibility and increase employees’ efforts toward achieving personal and
organizational goal. Through this way, their motivation to improve their current
performance increases when the feedback is given.

This section aimed at examining and extracting the most effective factors of
performance appraisal (PA) on motivation through a survey of randomly selected on
400 employees in the banking sector of Bangladesh. Employees’ motivation depends on
the feedback at job responsibilities. PA affects the employee behavior. Promotion,
career development, productivity, fair rewards, incentives, etc. are the factors of

motivation.

8.10.1 Required for Performance Appraisal of the Bank Employee

Employee performance may be defined as a process of verifying whether the employee
is doing the assigned tasks and responsibilities appropriately. Employees are appointed
to perform some specific duties and responsibilities, and their performance is evaluated
with standards of work so as to determine how ‘good’ or bad their performance.
Performance appraisal is also regarded as performance review, employee appraisal,
performance evaluation, employee evaluation, merit evaluation and rating, efficiency

rating, service rating.

Human resources are the most valuable assets and they are the main means of
improving productivity. It is the high time for HR managers to realize that effectiveness
of the HRD functions does have an extensive impact on the front- line performance of
the firms.® The appraisal system does have motivational effect on employees’ behavior.
Employees’ performance appraisal (PA), a process of confirming whether the employee
is doing his/her assigned tasks appropriately. PA system gears up initiatives, develops a

sense of responsibility and increase employees’ efforts toward achieving personal and

® Ricky W. Griffin, Management, 8th edition (NY: Houghton-Mifflin, 2006): 438.
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organizational goal.* Through this way, their motivation to improve their current
performance increases when the feedback is given. The direct relationship between
performance and motivation can be defined through using a formula>: P= f (A x M);
whereas, P= performance, A= Ability, and M=Motivation. If the level of motivation is
low, the extent of the job performance of the employees will also be low, vice-versa. If
motivation level is low results fatigue, sleepiness, emotional excitement increases
reducing job performance.® When motivation level is high jobs are given more attention,
all other related factors escape the attention of that person.” Actually, PAS shows the
performance behavior of existing employees. In this case studies reported that the
employee and employer were frustrated.® But presently many contemporary
corporations have recognized significantly those performance management systems as a
means of developing higher levels of productivity.®

8.10.2 Performance Appraisal (PA) and Motivation

This section includes employee performance evaluation techniques such as MBO,
mechanism of rewarding for best performers without bias, due time promotion,
considering seniority and performance based upgradation, assessing the higher

productivity and demotion for lower output of assigned employees (Table 8.36-8.45).

Table 8.36: PA report is made based on management by objective (MBO)

Perception Freq. % Remarks

Sometimes 1 0.3 | Table 8.36 explains that 61.3% (highest) of the
Often 2 0.5 | employees stated that HR Department evaluated the
Very often 245 61.3 | individual performance based on MBO or specification
Always 152 38.0 | of unit target.

Total 400 100.0

* M. Omar Ali, Essentials of Human Resource Management, 1st edn. (Rajshahi, 2009): 152-172.
® R. Maier, Psychology in Industry, 2nd edn. (Boston: Houghton-Mifflin, 1955). And Norman RF Maier,
and L. Richard Hoffman, “Organization and creative problem solving,” Journal of Applied
Psychology 45, no. 4 (1961): 277.

® John WilliaM Atkinson, “Strength of Motivation and Efficiency of Performance. In Atkinson and
Raynor JO (Eds)”, Motivation and Achievement, Washington, D.C.: Winston & Sons. (1974, h).

"Victor .H. Vroom, Work and Motivation (New York, 1964).

® Karlien Scholtz, The Importance of Performance Appraisals, 2013. www. Laborwise.co.za/labor-
bytes/performance-appraisals.

® Jamie A. Gruman, and Alan M. Saks, “Performance management and employee engagement”,
Human Resource Management Review, 21 (2):123-276.
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Table 8.37: Mechanisms to reward any good work done by employees fairly

Perception Freq. % Remarks
Sometimes 8 2.0 | Table 8.37 describes that majority (73.3%) of the
Often 15 3.8 | participants truly agreed that employees are rewarded for
Very often 293 73.3 | good performance fairly.
Always 84 21.0
Total 400 100.0
Table 8.38: Employees are being promoted on time
Perception Freq. % Remarks
Never 12 3.0 | Table 8.38 elucidates 35.5% employees stated that they
Sometimes 127 31.8 | are often promoted on time, 26.3% were upgradated very
Often 142 35.5 | often. It has been observed that a variation in giving
Very often 105 26.3 | promotion on time.
Always 14 3.5
Total 400 100.0
Table 8.39: Employees are being promoted based on seniority
Perception Freq. % Remarks
Never 1 0.3 | Table 8.39 shows that 59.8% employees stated that the
Sometimes 8 2.0 | authority prioritized to promote based on seniority as
Often 54 135 | well.
Very often 239 59.8
Always 98 24.5
Total 400 100.0
Table 8.40: Employees are promoted based on performance
Perception Freq. % Remarks
Never 1 0.3 | Table 8.40 describes that majority (28.5%, 54% and
Sometimes 10 2.5 | 14.8%) of the participants agreed that they are being
Often 114 28.5 | promoted based performance.
Very often 216 54.0
Always 59 14.8
Total 400 100.0
Table 8.41: Higher productivity is evaluated by the authority
Perception Freq. % Remarks
Sometimes 7 1.8 | Table 8.41 clarifies that 53% (highest) of the respondents
Often 116 29.0 | agreed positively that higher output or productivity
Very often 212 53.0 | evaluated by the authority concerned.
Always 65 16.3
Total 400 100.0
Table 8.42: Lower output of employees giving demotion/ transfer
Perception Freq. % Remarks
Sometimes 11 2.8 | Table 8.42 spells out that the majority (54%) of the
Often 99 24.8 | employees approved that they have been given
Very often 216 54.0 | punishment due to lower output.
Always 74 18.5
Total 400 100.0
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8.10.3 Bivariate Analysis and Correlation of Performance Appraisal

Table 8.43: Matrix of freq. and bivariate correlation on PA *crosstabs by nature of bank

Factors & Scale: (freg. in %) Pearson Correlation and Chi” p-value

Very often (4) and always (5) a=0.01 0=0.05 (2-tailed) Observation and decision

PA is reported based on MBO r=1 (cons) Significantly MBO influencing

(MBO: 99.3%) p-value 0.000; <o employee motivation in the
Hoz rejected banks.

Mechanisms of fair rewarding for r=0.288 Employees’  motivation s

good work (Reward: 94.3%) p-value 0.000; <a highly related to fair rewarding
Ho, rejected based on PA.

Employees are being promoted on r=0.149" On time  promotion s

time (Timely Promo: 29.8%) p-value 0.007; <a significantly  associated to
Hos rejected employee motivation.

Employees are being promoted r=0.147 Promotion based on seniority is

based on seniority (Sr_Promo: p-value 0.054; <a significantly affecting employee

84.3%) Ho, rejected motivation.

Promotion based on performance r=0.120 There is a strong association

(Promo_performnce: 68.8%) p-value 0.000;<a between promotion and
Hos rejected performance.

Higher productivity is evaluated r=0.569 (highest) Higher  outcome of the

(Productivity: 69.3%) p-value 0.000; <o employees significantly
Hog rejected influence employee motivation.

Lower output and demotion r=0.109 ; p-value 0.11; >o. | Lower output of employees

(Low_output: 72.5%) Ho- accepted insignificantly affects attitude.

Source: Matrix Table compiled from data output

8.10.4 Factor Analsysis of Performance Appraisal (PA)

Table 8.44: Descriptive and test results of EFA for performance ppraisal practices

Descriptive Statistics: PA practices Mean SD Test result
MBO based PA (PA_MBO) 4.368 | 0.523

Mechanisms of fair reward (Mecha_reward) 4.133 | 0.557 KMO=(3.60
On time promotion (Timely promotion) 2.955 | 0.917 . Ailpha—0.55
Promotion based on seniority (Seniority) 4.063 | 0.693 Xza?7§i449
Promoted based on performance (Promo_performance) 3.805 | 0.720 p—vai(O 0)00
Evaluation of higher productivity (Eva_productivity) 3.838 | 0.705 N='4(.)0
Punishment to lower output (Punish_Low_output) 3.883 | 0.728

Extraction: Principal Component Analysis; significantly data are suitable for EFA since KMO’s,

The Table 8.44 shows that the average value of all the factors of PA practices in the
bank are >3 & 4 or even 4 (true or extent level). It is being observed that the MV of the
variable on time promotion is 2.955 which is less than 3 as well. That means, employees
are being got promotion on occasion. Therefore, performance appraisal (PA) practices in

the banking sector of Bangladesh are in the factual level being observed.
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Table 8.45: EFA and total variance explained for performance appraisal (PA) practices

Communalities: Performance Appraisal (PA)

Total Variance Explained

L Initial (1.00) Extraction Sums of
practices in Banks : .
Eigenvalues Squared Loadings
Remarks
Components Initial | Extraction | Total % of Total % of
Variance | (>1) | Variance
1. Eva_productivity 1.000 0.775 1.98 28.310 1.98 28.31 | Loaded
2. Promo_performn 1.000 0.728 1.10 15.771 1.10 15.77 | by 60%
3. Mech_rewarding 1.000 0.675| 1.08 15433 | 1.08 15.43
4.PA MBO 1.000 0.577 0.92 13.130 | Deduction is not required since
5. Timely promo 1.000 0.525 0.86 12.250 | the percentage (%) of the initial
6. Promo_seniority 1.000 0.457 | 0.65 9.277 | Eigenvalues more than one
7.Punish_lowoutpt 1.000 0429 | 0.41 5.830 | observed in column 5.

All extraction values are >0.40 meaning that factors are supportive for high loadings. Total
variance explained and loaded 60% (1+2+3).

Table 8.45 shows that extraction values of 7 components are more than 40% the

communality values from 1 to 7 out of seven factors. There are three factors with

Eiganvalues of evaluation of productivity,

promotion based performance and

mechanisms of rewarding are 1.982, 1.104 and 1.080 respectively greater than 1.00.

That means, these three components are highly loaded and covered 60% (28.310

+15.771+15.433) of the total variance explained (Field, 2013). In the performance

appraisal practices the extracted three loaded communalities should reconsider by HR

manager of the concerned banks for employee career development motivation. The

extracted three variables have been shown in Figure 8.8 below.
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Figure 8.8: Scree plot of performance appraisal
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8.10.5 Effective Factors of Performance Appraisal Explored by SEM

The measurement of SEM on PA confirms timely promotion, performance bases
promotion and evaluation of performance of each employee as the effective factor of

motivation (Annexure I11).

8.11HRM/ Management Practices

Empirical analysis of the HRM/management practices in the banking sector. In this
section the study attempted to investigate the HRM/management practices in the
selected ten banks. Proper human resource assessment requires the implementation of
effective outcome/ feedback. The necessary corrective action can be taken by
identifying significant error and measuring outcomes or feedback enhances its
effectiveness. In addition, the successful human resource assessment is considered from
direct direction of senior authorities and co-operative mentality of employees and has
direct control over employees by authority also. The positive use of these elements plays
an important role in the evaluation of best human resources. In Bangladesh, employee
performance is evaluated by collecting confidential reports in different government,
non-government and also autonomous business or other educational institutions. From
fixed duration or time to time, the senior authority collects the reports of performance
evaluation of subordinates from the departmental head. This section (8.D) management
practices such as strategic HRM practices, job description and specification, fair
recruitment and selection, evaluation of academic qualification and experience,
opportunity to involve in association, equality and equity and employee retention
policies. The employees’ perception regarding the above factors have been analysed in
this chapter (Table 8.46-8.55).

Table 8.46: Strategic human resource planning (SHRP) practices

Perception Freq. % Remarks

Sometimes 3 0.8 | From Table 8.46, researcher found that about 81% of the
Often 58 14.5 | participants granted that SHRP practices in banking sector
Very often 322 80.5 | of Bangladesh obviously.

Always 17 4.3

Total 400 | 100.0
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Table 8.47: Fair recruitment and promotion systems (Fair R&P)

Perception Freq. % Remarks
Often 15 3.8 | It is being observed (Table 8.47) that 83.3% (maximum) of
Very often 333 83.3 | the respondents accepted positively that employees are
Always 52 13.0 | recruited and selected fairly.
Total 400 | 100.0

Table 8.48: Job description and job specification (Job S & D)
Perception Freq. % Remarks
Often 13 3.3 | Researcher noticed (Table 8.48) that about 79% of the
Very often 314 78.5 | employees recognized that banking sector tried to develop
Always 73 18.3 | job description and specification regarding staffing.
Total 400 | 100.0

Table 8.49: Academic qualification and job experience are valued (Eva_aca_quali)

Perception Freq. % Remarks
Never 3 0.8 | Table 8.49 shows that majority (74% and 22.8%) of
Sometimes 4 1.0 | respondents confirmed that academic qualification and job
Often 6 1.5 | experience are being evaluated by the banking sector.
Very often 296 74.0
Always 91 22.8
Total 400 | 100.0

Table 8.50: Involvement with association is allowed (Association)
Perception Freq. % Remarks
Never 64 16.0 | Table 8.50 elucidates that 44.5% of the employees
Sometimes 140 35.0 | sanctioned that they are occasionally being allowed to
Often 179 44.8 | involve with association.
Very often 16 4.0
Always 1 0.3
Total 400 | 100.0

Table 8.51: Exist equality and equity among the employees (Equity)
Perception Freq. % Remarks
Often 18 45 | Table 8.51 enlightens that 67.3% of the respondents
Very often 269 67.3 | positively approved that employees are treated equally.
Always 113 28.3
Total 400 | 100.0

Table 8.52: Employee retention policies (long-termed employment) (Retention)

Perception Freq. % Remarks

Sometimes 2 0.5 | From Table 8.52 the study found that about 59% (highest)
Often 51 12.8 | of the participants accepted that banking sector have
Very often 234 58.5 | employee retention policies influencing motivation.
Always 113 28.3

Total 400 | 100.0
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Observation on the perception level of employees regarding HRM/ management

practices in the banking sector. The following table shows the overall frequency and

Pearson correlation (r) and Chi-square test. The results are confirmed the impact of

HRM practices on employee motivation and satisfaction practiced by the sampled banks

(Table 8.52).

8.11.1 Bivariate Correlations among the Factors of Management Practices

Table 8.53: Matrix of frequency and bivariate correlation of management practices

Factors & Scale: (in %)

Pearson Correlation (r) and Chi“test of Fisher’s Exact p-value

VO (4) and AL (5)

Sig. 0=0.01"" (2-tailed)

Observation

Resource
practices

Strategic  Human
Planning  (SHRP)
(SHRM: 84.8%)

r=1.00"
p-value 0.001; <a
Ho: rejected

Significantly SHRM influence employee
motivation in the banks. Alternative
hypothesis (H,) is sustained.

Fair recruitment and promotion
(Fair R&P: 96.3%)

r=0.158"
p-value 0.002; <o
Ho, rejected

Fair recruitment and due time promotion
are highly related to employee motivation.
H. is accepted.

Job description and
specification  (Job  S&D:
96.8%)

r=0.564"
p-value 0.000; <o
Hos rejected

Job specification and description are
strongly  associated to  motivation.
Significantly H, is accepted.

Academic qualification and
job experience are valued
(Eva_aca_quali: 96.8%)

r=0.209
p-value 0.000; <a
Ho, rejected

Experience and academic qualification
have significantly impact on motivation.
Statistically H, is accepted.

Involvement with association is r=(-0.019) There is insignificant impact of the

allowed (Association: 4.3%) p-value 0.702;>a involvement in the association on
Hos supported motivation. Statistically H, is rejected.

Exist equality and equity r=0.169" Significant effect being observed relating to

among the employees
(Equity: 95.6 %%)

p-value 0.001; <a
Hog rejected

equality in terms of motivation. Statistically
H, is accepted.

Employee retention policies
(long-termed employment)
(Retention: 86.8%)

r=0.467"
p-value 0.000; <a
Ho; rejected

Significant relationship between retention
policies and employee motivation is
noticed. Statistically H, is sustained.

pc is the perfect correlation. ~ Correlation is significant at 0.01 (2-tailed) and "Correlation sig. at 0.05 (1-
tailed). Job description is highly correlated (r=0.564)"" with variables and involvement with association is

negative ( r= (-0.019) .

Mean comparison with Levene’s t-test for equality of variances among the factors
of HRM practices in the banks (Table 8.54).
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8.11.2 Management Practices in Public and Private Bank

Table 8.54: Management practices in public and private bank

Factors: Public Bank | Private Bank | Levene's Test for Equality of Variances
HRM Mean | SD | Mean | SD MD F Sig. Status

SHRM 384 | 044| 404| 046| -019| 224 0.140 | Private>Public
Fair R&P 410 0.38]| 4.08| 0.47 0.02 | 1.66 0.200 | Public>Private
Job_speci_des 417 043| 4.06| 047 0.11| 0.80 0.370 | Public>Private
Eva_aca_quali 418 | 055| 4.13| 0.62 0.06 | 8.37 | 0.004% | Public>Private
Association 247 0.78| 2.00| 0.80 047 | 0.02 0.900 | Public>Private
Equality 433 050| 3.88| 0.46 0.45 | 28.16 | 0.000° | Public>Private
Retention 432 052| 3.45| 0.59 0.87 | 6.66 | 0.010°| Public>Private
Overall Prac 3.92| 052| 3.66| 0.56 0.26 | 6.84 | 0.230°| "Public>Private

Remarks: MD= Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the
Difference; Sig. (2-tailed). The p-value 0.004% 0.000°, 0.010° p<0.05 and 0.23°; p>0.05.

Overall mean value of public bank (Table 8.54) is more than private bank (mean
value are respectively 3.92 and 3.66). Evaluation of academic qualification, equality,
and retention policies are most significant factors for management. A strategic HRM
practice was more than that of public banks. Therefore, it appears that management
practices in state-owned banks more than public bank. It is cleared that the evaluation of
academic qualification, equal importance and retention have the impact on employee
motivation in management practices (p-value 0.004%, 0.000°, 0.010° that means p-values

of the three factors are less than 0.05).

8.11.3 EFA of Management Practices

Table 8.55: Descriptive and EFA for management practices

Management practices Mean | SD Test result
Strategic Human Resource Planning (SHRM) 3.883 | 0.452
Fair recruitment and promotion (Fair R&P) 4.093 | 0.399 KMo:O'GO
Job description and specification (Job des_specific) 4,150 | 0.439 X 51‘3112131
Academic qualification is valued (Eva_aca_qua) 4,170 | 0.567 —vaI.=0 000
Involvement with Association (Association) 2.375 | 0.807 P N; 40'0
Existing equality and equity (Equality) 4,238 | 0.521 -
Employee retention policies (Retention) 4,145 | 0.640

Extraction: Principal Component Analysis; significantly data are suitable for EFA

Table 8.55 shows that the mean values (MV) of all the above factors of
Management Practices are >4 (extent or true level of perception) except a single factor
i.e., involvement in association (MV 2.375<3; poor level). Therefore, management

practices in the banking sector of Bangladesh are good or true level observed.
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Table 8.56: EFA and total variance explained of management practices

Total Variance Explained

Extraction Sums

Communalities: Management Practices |I£l_ltla| (1.00) of Squared Remarks
igenvalues . on

Loadings highly

Components Initial | Extraction | Total V;/roi;rfce -I(-ff;l V;/roi;rfce loadings

1. Job des specifi 1.000 0.725 | 2.014 28.769 | 2.014 28.769 | Loaded
2.FairR&P 1.000 0.720 | 1.337 19.095 | 1.337 19.095 by

3. Association 1.000 0.707 | 1.008 14.393 | 1.008 14.393 | 63.37%

4., Retention 1.000 0.673 | 0.976 13.939 - - -

5. Eva_aca_quali 1.000 0.668 | 0.712 10.177 - - -

6. Equality 1.000 0.651 [ 0.531 7.587 - - -

7. SHRP 1.000 0.214 | 0.423 6.040 - - -

SHRP” extraction is < 0.40. Total variance explained and loaded 62.37% (1+2+3)

Table 8.56 shows that extraction values of 6 components were more than 40%

the communality values from 1 to 6 out of seven factors. There are three factors with

Eiganvalues of job description & specification, fair recruitment & promotion and

involvement in the union or association were 2.014, 1.337 and 1.008 respectively > 1.00

(initial value). That means, these three components are highly loaded and covered
~63.37% (28.769 +19.095+14.393) of the total variance explained. In the management

practices these three loaded and variance explained factors should review in the sampled

banks for employee motivation.
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Figure 8.9: Scree plot of management practices
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Figure 8.9 shows the scree and
component plot of Eigenvalues
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8.11.4 Effective Factors of Management Practices by Using SEM

From the SEM on management practices confirms that the fair recruitment and selection
is the most effective factor influencing employee motivation (Annexure 1V).

8.12 Discussion on Findings

The highest score for treating HRD as a separate unit is 99% (agreed and strongly
agreed) which has a significant positive impact on employee satisfaction in the banking
sector found. Also, it has shown that the banking industry practices the HRD process
applied among its employees. The practices of HRD mechanisms of the private banks
were higher than the average of all the factors of the public sector banks. Organizational
change and development has a strong impact on the HRD mechanism and employee

motivation in the banking sector was also examined.

Moreover, it further showed that the banking industry practices OCTAPACE
applied to its employees. With the exception of 14% of autonomy (A), almost all
perceptions are over 50%. Job autonomy practices in both the banks showing
dissatisfaction among the employees. HRD climate or OCTAPACE culture or (eight
variables) practices are being observed in the private bank rather than public bank.
Trust, proactiveness, authenticity, collaboration and experimentation are highly
practicing in the public bank than the private bank. Note here that the principal officers
are more being satisfied / motivated than the officers. Therefore, 8-culture

(OCTAPACE) in HRD climate practice or sector show good picture.

PA practice has the significant effect on the employee motivation. It has been
found that MBO, fair rewarding, on time promotion, performance based promotion and
higher outcomes of employees influenced motivation. In addition, the successful human
resource assessment is considered from direct and direction of senior authorities and co-
operative mentality of employees and has direct control over employees by authority
also. The positive use of these elements plays an important role in the evaluation of best
human resources. In Bangladesh, employee performance is evaluated by collecting
confidential reports in different government, non-government and also autonomous

business or other educational institutions. From fixed duration or time to time, the senior
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authority collects the reports of performance evaluation of subordinates from the

departmental head.

A strategic HRM practice is more than public banks. Thus, it appears that the
practice of management nationalized banks is more than that of a public bank as a
whole. It is cleared that the assessment of academic aptitude, equal importance, and

perception influence the motivation of employees in the management process.

Besides, role analysis is the most effective factor among the associated variables
in HRD mechanisms. The risk taking and fair rewarding (#=3.327>1) along with
autonomy (#=2.283>1) are the highly effective factors involved in the latent factor i.e.,
OCTAPACE culture. The study explored confirming performance appraisal (PA) as the
latent factor whereas, promotion based on performance (5=3.35, i.e., >1), on time
promotion ($=2.24>1) and productivity evaluation ($=2.23 >1) influenced as the most
effective factors of employee motivation in the banking industry (Annexure I11). The
listing the observed variables with coefficient values of the latent variable Management
practices (B=0.003) are strategic HRM practices —SHRM (B=1, constrained), fair
recruitment ($=6.155>1), job description (5=4.322>1), evaluation of academic
qualification ($=3.284), association involvement (5=1.486>1), equality ($=2.299>1) and
retention ($=4.750>1). All these factors’ coefficient values are >1. Among these fair

recruitment (f=6.155) is the strongest factor (Annexure 1V).

The latent factors viz. HRD mechanisms (5=0.130), OCTAPACE (5=0.074), PA
(6=0.037) and Management Practices (#=0.003) whereas the study found that coefficient

values of all the factors of both latent factors are postive and within 1.0.

Therefore, these factors have the signficant correlationship and effect on
employee motivation in the the banks.
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Chapter Nine
Organizational Effectiveness and Employee Motivation

Background

Human Resource Development (HRD) is concerned with the process of ensuring
operational capacity, knowledge, personality, insight, observation and decision-making
ability of an employee to achieve the desired organizational goals and responsibilities of
current and future work. HRD is involved in developing managerial knowledge and
skills to create managers well. This type of managerial development can be ensured
through education and proper training programs as well as HRD environment. This
chapter has focused on the two dimensions namely employee outcomes, and
organizational outcomes. The aim of this chapter is to examine the effect of
organizational effectiveness on employee motivation representing the study objective

number 7 (seven).

9.1 Why Need Organizational Effectiveness?

Organizational Effectiveness HR executives can ensure employee performance through
HRD practice in order to maximize organizational results in relation to the desire to
achieve results. In these situations, the experience gained among developers through
HRD practice will be observed. Clearly it can be noticed that there is a positive
relationship between HRD and the effectiveness of the organization. TV Rao (1990)*
assumed that an organization with capable, satisfied, committed and dynamic HR is
considered as a potential or well-defined performance. HRD faces many problems,
including low results. The HRD climate of an organization is better and its practices are
more likely to be more effective than those of other organizations. It is transparent that
the variables in HRD results are a step-by-step step towards the effectiveness of the
organization. Through HRD practice, an organization can create a gateway to training
and development that provides a culture of excellence that ensures strong leadership.

HRD processes affect HRD outcomes.

1 TV Rao, The HRD Missionary, (New Delhi: Oxford IBH, 1990): 7.
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9.2 How HRD Outcomes Variables Contribute to Develop Employee and
Organizational Effectiveness?

HRD matrix matches/co-ordinates between individual and organizational needs and it is
the framework for the expansion of work environment with a view to achieving the
individual and organizational outcomes or effectiveness. HRD enables employees for

better performance in present and future jobs.

9.3 Employee Outcomes

Employee outcomes enables employee more innovative, competence, committed
performance, capability to solve problem for which an employee may satisfy his/ her
position. This section has discussed on how an employee contributes to the attainment
of organizational effectiveness and observed the practices of HRD Matrix in the banks.

9.4 Effect of Employee and Organizational Outcomes

The study has examined that how HRD mechanisms contribute indirectly to increase
employee productivity, how HRD process enhances HR policies and OCTAPACE
enables employee more capable and productive in practice (Table 9.1).

Table 9.1: Effect of HRD matrix and practices

Outcomes Measures Impact
Employee Affect!ve reactio_ns Satisfactipn and commitment
Behavioral reactions Absenteeism and turnover
Organizational | Operational Quality, productivity and customer satisfaction
Financial Accounting Profit and casual chain.
Market Market value Effect on stock price

9.4.1 Statistical Analysis of Employee Outcomes

Table 9.2: More competent and work innovative employees (Competent_inno)

Perception Freq. % Remarks

Disagree (D) 1 0.3 | From the Table 9.2 researcher found that about
Moderately agree (MA) 64 | 16.0 | 73.3% (highest) of the respondents confirmed
Agree (A) 293 | 73.3 | that HRD practices have created more skilled
Strongly agree (SA) 42 | 10.5 | and innovative employees.

Total 400 | 100.0

Table 9.3: Rating better manpower development (HR_dev)

Perception Freq. % Remarks

Moderately agree 55 13.8 | The Table 9.3 describes that the majority of
Agree 301 75.3 | participants (75.3%) allowed the development of
Strongly agree 44 11.0 | more advanced manpower through HRD practice in
Total 400 | 100.0 | the banking sector.
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Table 9.4: High quality work commitment and performance (Commitment & performnce)

Perception Freq. % Remarks

Moderately agree 44 11.0 | The Table 9.4 clarifies that approximately 65% of
Agree 259 64.8 | respondents agreed that high quality work
Strongly agree 97 24.3 | commitment and performance is ensured by HRD
Total 400 | 100.0 | practices at banks.

Table 9.5: Problem solving skills leading to employee productivity (Prob_solving)

Perception Freq. % Remarks

Moderately agree 24 6.0 | It has been observed (Table 9.5) that most of the
Agree 228 57.0 | employees in the banking sector (57% and 37%) have
Strongly agree 148 37.0 | approved that the employees are able to solve the
Total 400 | 100.0 | problem which will have a positive impact on

productivity.

Table 9.6: Better utilization of human resources (Utilization_HR)

Perception Freq. % Remarks

Moderately agree 29 7.3 | It is noted (Table 9.6) that the 71.5% (maximum)
Agree 286 71.5 | respondents confirmed that employee HRs developed
Strongly agree 85 21.3 | through the massive utilizing of the output of the
Total 400 | 100.0 | HRD.

Table 9.7: Higher job satisfaction and work motivation (Satis_motivation)

Perception Freq. % Remarks

Moderately agree 35 8.8 | The survey from the Table 9.7 shows that the majority

Agree 322 80.5 | of the employees in the banking sector of Bangladesh

Strongly agree 43 10.8 | (60.5%) positively accepted that the employees are

Total 400 | 100.0 | being highly satisfied and motivated through the
practice of HRD matrix.

9.4.2 Reflection of Employee Outcomes

This unit has shown the short observation of frequency and correlation constructing a

score matrix (Table 9.8).

Table 9.8: Score matrix of frequency and Pearson’s correlation for employee outcomes (> 50%)

Employee outcomes High (A+sA) Moderate | Correlation | p-value Significant
Competnt_inno 335 (84%) 65 (16%) r=1.00" 0.000 Strongly significant;
HR_dev 345 (86%) | 55 (14%) r=0.525 0.000 “Correlation is
Commit_performnce 356 (89%) | 44 (11%) r=0.600" 0.000 | significant at 0.001
Prob_ solving 376 (94%) 24 (6%) r=0535 0.000 | (2-tailed). r=1.00"
Utilization_HR 371(93%) | 29 (7%) r=0.400" 0.000 perfect positive
Satis_ motivation 365 (91%) 35 (9%) r=0.373" 0.000 correlation.

It shows r=0.600"" (highest) and p-value 0.000<0.05. The highest score of

problem solving capability is 94% which does have the significant impact of employee

outcomes in banks. Moreover, it has been found that all the values of opinions are
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greater than 50% confirming the effectiveness of HRD in the banking sector of the study
area (Table 9.8).

9.4.3 Investigating Employee Outcomes of Public and Private Bank

Here, it has been investigated the employees outcomes practiced in the public and

private banks. The Levene’s Test of means comparison is used in this entity.

Table 9.9: Satus of employee outcomes between public and private bank

Employee outcomes Public Bank | Private Bank Levene's Test for Equality of VVariances
Mean | SD | Mean | SD MD F Sig. Status
Competnt_inno 391 | 0.54 405| 045 -0.14 4.323 0.038 | Private>Public
HR_dev 3.95 | 0.50 408 | 050 | -0.13 1.618 0.204 | Private >Public
Commitmnt & performance 413 | 0.60 413 | 0.90 0.01 0.108 0.742 | Public>Private
Prob_ solving 433 | 0.57 421 ] 0.59 0.12 5.448 | 0.020* | Private >Public
Utilization HR 414 | 053 415 | 048 | -0.01 0.494 0.482 | Private>Public
Satis_ motivatn 4,04 | 0.44 3.94 | 043 0.10 0.019 0.890 | Public>Private
Overall 4.09 [ 0.53 409 | 049 | -0.00 2.002 | 0.396° | "Private>Public

Here, MD = Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the Difference; Sig. (2-tailed). The
obtained p-value 0.020% p>0.05 and 0.396; p<0.05.

It is being observed in Table 9.9 that employees’ outcomes of the both banks
almost same (Mean value were 4.09 and 4.09 of the both banks). But overall mean
values of satisfaction and work motivation of public bank (SOBs) employees are higher
than that of the private bank (mean value are 4.041 and 3.938; public >private bank) is
being remarked. There is an association between competent and employee outcomes in
the banking organization (p-value 0.038<0.05). Employee outcomes and innovative
have a strong impact on the motivation (p-value 0.020<0.05) regarding organizational

effectiveness in the banking organization.

9.4.4 Factor Analysis on Employee Outcomes

Table 9.10: Descriptive and test results of employee outcomes

Employee outcomes Mean SD Test result
More competent and innovative (Competent_Inno) 3.940 | 0.522 KMO=0.78
Better HR development rates (HR _development rate) 3.973 0.498 x2=622.99
High quality and committed performance (Quality perform) 4.133 0.580 df.=15
Problem solving skills (Problem_solving) 4.310 0.579 p-value =0.000
Better utilization of HRs (better HRs utilization) 4.140 0.516 N=400; PCA
High satisfaction and motivation (satisfaction_motivation) 4.020 | 0.442 Data are good fit

Table 9.10 showed that the mean values of competent & innovation, HR
development rate, quality performance, problem solving skill better utilization of

resources and higher satisfaction and motivation of the employee outcomes in HRD
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Matrix are more than 4 (extent level) or even 4. Therefore, employee outcomes of HRD

Matrix show the good practices in the study area.

Table 9.11: EFA and total variance explained for employee outcomes

L . Total Variance Explained
Communalities: %RD Matrix and Employee Initial (1.00) Extraction Sums of Remarks
utcomes . -

Eigenvalues Squared Loadings on

. . % of Total % of highl
Components Initial Extraction Total Variance (>1) Variance Ioagin)g/s
1. Competent_inno 1.000 0.755 2.799 46.648 2.799 46.648 Loaded
2. HR development 1.000 0.747 1.088 18.129 1.088 18.129 by 65%
3. Quality perfrmnce 1.000 0.674 0.707 11.790 - - -
4. Better HRs utili 1.000 0.591 0.597 9.948 - - -
5. Satisf _motivation 1.000 0.560 0.452 7.527 - - -
6. Prob_solving skills 1.000 0.559 0.357 5.958 - - -

Extraction values of all components are >0.40. Total variance explained and loaded covering (1+2) ~65%.

Table 9.11 showed that extraction values of six components are more than 40%
the communality values from 1 to 6 out of six factors. There are two factors with
Eiganvalues of employee competent and HR development rate are 2.799 and 1.088
respectively more than 1.00. That means, these two components are highly loaded and
covered 65% (46.648 +18.129) of the total variance explained. In the employee
outcomes of HRD Matrix innovative and HR development rate may retrace in the
sampled banks for employee motivation since employee outcomes are strongly related

to satisfaction.

Scree Plot The Figure 9.1 depicted the
screen plot of the aggregate
values and creates an elbow

shape depicting two subjects
and the variation of the
maximum  proportions s
explained in the graph. The top
three communalities have been
extracted, enabled and the rate
; ; : T : : of HR development is the
Component Number biggest reason here.

1.5

Eigenvalue

0.5

0.07

Figure 9.1: Scree plot on employee outcomes

9.5 Organizational Outcomes

The effectiveness of the organization is a systematic approach to improving the whole

organization on a regular basis. The ability of the organization to pursue goals using
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performance capabilities; specific organizational activities aimed at achieving
predetermined outcomes (performance actions); overall system performance results
(outcomes); change in life (results); and feedback from all stakeholders about the
organization’s effectiveness in relation to desired outcomes and outcomes
(environmental responses). Feedback is important because it continuously improves
strategy, resources, performance capabilities, performance actions and consequential
outcomes and outcomes. In this section generation of internal assets, safety
environment, team work, productivity, higher profts as well as image of the banks have

been discussed to show the impact on employee motivation.

9.5.1 Statistical Analysis of Organizational Outcomes in the Banks

Table 9.12: Generation of internal resources

Perception Freq. % Remarks

Moderately agree 70 | 17.5 | The Table 9.12 explains that 71.5% of the respondents
Agree 286 | 71.5 | positively acknowledged that internal resources are being
Strongly agree 44 | 11.0 | created in the banking sector of Bangladesh through the
Total 400 | 100 | practice of HRD matrix.

Table 9.13: Better organizational health and safety

Perception Freq. % Remarks
Moderately agree 66 | 16.5 | From the Table 9.13 the study found that 73% of
Agree 292 | 73.0 | participants participated in the HRD matrix and its
Strongly agree 42 | 10.5 | practices in the banking sector creating better
Total 400 | 100.0 | organizational health and safety.

Table 9.14: Greater teamwork

Perception Freq. % Remarks

Moderately agree 42 | 10.5 | The Table 9.14 showed that the majority of respondents
Agree 281 | 70.3 | (70.3%) confirmed that larger teams must have worked
Strongly agree 77 | 19.3 | through HRD practice in the sampled banks.

Total 400 | 100.0

Table 9.15: Higher productivity

Perception Freq. % Remarks

Moderately agree 43| 10.8 | The Table 9.15 states that the highest number of
Agree 298 | 74.5 | participants (74.5%) ensured that HRD practice in
Strongly agree 59| 14.8 | sampled banks undoubtedly being increased high
Total 400 | 100.0 | productivity.
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Table 9.16: Growth and diversification

Perception Freq. % Remarks

Disagree 2 0.5 | It has been found (Table 9.16) that 59% of employees
Moderately agree 128 | 32.0 | must agree that only the HRD matrix practices in the
Agree 236 | 59.0 | banking industry affect organizational growth and
Strongly agree 34 8.5 | diversification.

Total 400 | 100.0

Table 9.17: Less turnover, no loss time and cost reduction

Perception Freq. % Remarks
Disagree 7 1.8 | From the Table 9.17 the researcher perceived that
Moderately agree 117 | 29.3 | 47.5% (highest) of the employees granted that HRD
Agree 190 | 47.5 | practices in their banks reducing cost, time and
Strongly agree 86 | 21.5 | turnover.
Total 400 | 100.0

Table 9.18: Higher profits
Perception Freq. % Remarks
Moderately agree 61 | 15.3 | It has identified (Table 9.18) that the highest (79.5%)
Agree 318 | 79.5 | respondents positively perceived the higher returns
Strongly agree 21 5.3 | obtained by HRD matrix practice in the sampled banks.
Total 400 | 100.0

Table 9.19: Better image
Perception Freq. % Remarks
Disagree 1 0.3 | The Table 9.19 separates that 73.5% (maximum
Moderately agree 72 18.0 | number) of employees are being approved that the
Agree 294 | 73.5 | organizational good figure depends on better practice of
Strongly agree 33 8.3 | the HRD matrix.
Total 400 | 100.0

9.5.2 Association among the Factors of Organizational Outcomes

Here is the observation on perception of frequency and correlation in terms of

organizational outcomes or effectiveness shown (Table 9.20).

Table 9.20: Score of frequency and correlation of organizational outcomes

Orgn. outcomes High (a+sA) | Moderate | Correlation | p-value Significant
Generating resources 330(83%) | 70 (17%) r=1.00" 0.000

Health_safety 334 (84%) | 66 (16%) r=0.653" 0.000 | Highly significant;
Gre_teamwork 358 (90%) | 42 (10%) r=0.577" 0.000 “Correlation is
High productivity 357 (90%) | 43 (10%) r=0513" 0.000 | significant at 0.001
Growth_Diver 270 (68%) | 128 (32%) r=0.394" 0.000 | (2-tailed). r=1.00"
Less turnover 276 (69%) | 117 (29%) r=0.528" 0.000 perfect positive
Higher profits 339 (85%) 61 (15%) r=0.441" 0.000 correlation.
Better image 327 (82%) | 72 (18%) r=0.552" 0.000
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The Table 9.20 that showed r=0.653 (maximum in healthy and safety) and p-value
0.000<0.05. High frequencies of all factors are >50%. The highest score regarding team
work as well as higher productivity are 90% which do have the significant impact of
organizational outcomes in banks (p-value 0.000). Besides, it is confirmed that all the
values of counted perception regarding organizational outcomes are more than 50%

which observing the HRD effectiveness practiced in the banking industry (Table 9.20).

9.5.3 Organizational Outcomes Practices in the Public and Private Bank

Table 9.21: Status of organizational outcomes between public and private bank

Organizational Public Bank Private Bank Levene's Test for Equality of Variances
outcomes Mean SD Mean SD MD F Sig. Status
Internal_resrce 3.94 0.55 3.93 0.44 0.013 3.084 0.080 | Public>Private
Health_safety 3.93 0.53 3.99 0.46 -0.059 4.445 0.036% | Private >Public
Gre_teamwork 411 0.55 3.99 0.49 0.125 6.703 0.010° | Public>Private
High_prodtivty 4.05 0.51 4.01 0.49 0.034 0.747 0.388 | Public>Private
Growth_Diver 3.77 0.63 3.69 0.49 0.084 2.570 0.110 | Public>Private
Less turnover 4.00 0.73 3.43 0.65 0.578 0.971 0.325 | Public>Private
Higher profits 3.91 0.45 3.88 0.43 0.031 0.083 0.773 | Public>Private
Better image 3.93 0.51 3.78 0.50 0.153 4.179 0.042° | Public>Private

Overall 3.95 0.56 3.84 0.50 0.120 | 2.848 | 0.221% [ "Public>Private

Remarks: MD = Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the Difference; Sig. (2-tailed). p-
value 0.036%, 0.010°, and 0.042°; p>0.05 (significant) and 0.221°; p<0.05 (insignificant).

It has been observed from Table 9.21 that organizational outcomes of the both
banks almost same. On the other hand, overall ‘mean value of public bank are higher
than the private bank (3.954 and 3.835 respectively) but slightly difference being
perceived. It has been found that health and safety influences the organizational
effectiveness (p-value is 0.036<0.05). There is a relationship between greater teamwork
and organizational outcomes in the banking industry (p-value 0.010<0.05). Better image
of the banking organization affects employee motivation in terms of organizational

effectiveness (p-value 0.042<0.05).

9.5.4 Factor Anlaysis of Organizational Outcomes in the Banks

Table 9.22: EFA and test result of organizational outcomes

Organizational Outcomes Mean SD Test result
Generating internal resources (Generating resources) 3.932 | 0.529 KMO0=0.86
Better health and safety (Orgnal_heatlh) 3.937 0.515 12=1183.63
Greater teamwork (Greater _team) 4.085 0.538 df.=28

Higher productivity (Higher productivity) 4.038 0.502 p-value =0.000
Growth and diversification (Growth_diversity) 3.754 0.606 N=400; PCA

Less turnover, and cost reduction (Cost _reduction) 3.887 0.753 | Data are excellent fit for
Higher profits (Higher_profit) 3.900 0.443 EFA

Better image (Better_image) 3.897 | 0.513
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The above Table 9.22 depicted that mean values of the factors such as generating
internal resources, organizational health, greater team work, higher productivity, growth
diversity, cost reduction, higher profit and better image are greater than 3 or about 4 and
more than 4 (true level). Therefore, organizational outcomes show the good figure in the

sampled banks.

Table 9.23: EFA and total variance explained for organizational outcomes

Total Variance Explained

Cpmr_nunalities: _ Initial (1.00)_ Extraction Sums of

Organizational Outcomes Elgenvalue_s & Variance Squared Loadings (%) | Remarks on
with % loadings

Components Initial Extraction Total Variance (%) Total Variance
1. Better image 1.000 0.743>.40 3.981 49.762 3.981 49.76% Loaded
2. Internal_resource 1.000 0.717>.40 1.050 13.120 1.050 13.12% by 63%
3. Better health 1.000 0.713>.40 0.691 8.635 - - -
4. Higher profits 1.000 0.646>.40 0.600 7.498 - - -
5. Greater teamwork 1.000 0.615>.40 0.526 6.574 - - -
6. Cost reduction 1.000 0.555>.40 0.453 5.658 - - -
7. Diversification 1.000 0.546>.40 0.393 4.909 - - -
8. Higher productivty 1.000 0.494>.40 0.307 3.843 - - -

All extraction values are >0.40. Total variance explained and loaded covering (1+2) ~63%.

The Table 9.23 shows that extraction values of eight components are more than
40% the communality values from 1 to 8 out of eight factors. There are two factors with
Eiganvalues of better image and generating internal resources are 3.981 and 1.050
respectively more than 1.00. That means, these two components are highly loaded and
covered ~63% (49.762 +13.120) of the total variance explained. Since the better image
and generating internal resources highly loaded and varied that’s why, these two factors

could reconsider by the sampled banks.

Scree Plot Figure 9.2 depicetd the scree
plot of Eigenvalues and
depicting two factors are
creating elbow-shaped and

maximum proportion variance
is explained in the graph. The
top two communalities have

Eigenvalue
i

been extracted i.e., better
image and generating internal
i : ; ! 5 ; ? . resources are the most weighty
Component Number
factors.

Figure 9.2: Scree plot of organizational outcomes

227




Organizational Effectiveness and Employee Motivation

9.5.5 Explorating Effective Factors from Organizational Effectiveness Measured
by SEM

This unit has explored the effective factors in terms of organizational effectiveness

through using SEM of the two latent factors i.e., employee and organizational outcomes

(Table 9.24 and Figure 9.3).

w1 Var39_1% o
Y4 Varso 2 a + Figure 9.3 confirms the SEM
5 ] Var3o_3, 4 = E ee_outcpmes .
VAC, Yad Varso 4 - S structure  showing employee
A o Var3o_5, 13'__4
oo »{ Varss 6 - (Latent factor-LF1; p=.029)
o w7 J® Var39_ 3o 063 A .
Var3o_6 1 and organizational outcomes
var3o_g, ; .92
| B~ o, Sesemilaiional o)omes (LF2; p= 0.15) of the HRD
hgs: o vardo 1t g matrix. The figure also shows
oz ) Var39_13 9 -667
VeSO 130 the mean values of all
o1 o Var3o_14 4

variables in the houses.

Vi O Ee Odi a
(Organizational effectiveness)

Table 9.24: Measurement for SEM on organizational effectiveness

Particulars (Measurement) | Coef. | SE | z [ p>z | 95% Conf. Interval
Employee Outcomes (Latent factor 1
Var39 1 (Competent_innovative) <- |
1 | (constrained)

_cons 3.95 0.026 151.3 | 0.000 3.890 3.991
Var39 2 (HR_development rate) <-

1.70 0.250 6.78 | 0.000 1.204 2.519
_cons 3.97 0.025 162.0 | 0.000 3.924 4.021
Var39_3 (Commnt_performnce) <-

2.35 0.392 5.98 | 0.000 1.576 3.115
_cons 4.13 0.029 143.3 | 0.000 4.253 4.367
Var39 4 (Solving_skills) <-

2.00 0.355 5.62 | 0.000 1.299 2.691
_cons 4.31 0.029 149.1 | 0.000 4.253 4.367
Var39 5 (Better HR utilizn) <-

1.85 0.330 5.61 | 0.000 1.203 2.496
_cons 4.15 0.029 160.7 | 0.000 4.089 4.189
Var39 6 (Higher satis_motivn) <-

1.38 0.263 5.25 | 0.000 0.863 1.892
_cons 4.02 0.022 182.3 | 0.000 3.977 4.063

Organizational Outcomes (Latent factor 2)
Var39 7 (Internal resources) <- |
1 | (constrained)

_cons 3.94 | 0.026 148.6 | 0.000 3.883 3.987
Var39 8 ((Health and safety) <-

1.02 0.065 15.52 | 0.000 0.887 1.143
_cons 3.94 1 0.026 152.7 | 0.000 3.889 3.991
Var39 9 (Greater teamwork) <-
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0.92 0.080 11.56 | 0.000 0.767 1.080
_cons 4.10 0.027 151.4 | 0.000 4.035 4.140
Var39_10 (Higher productivity) <-
0.81 0.074 10.93 | 0.000 0.665 0.955
_cons 4.04 | 0.0252 160.5 | 0.000 3.991 4.089
Var39 11 (Growth & diversity) <-
0.97 0.089 10.97 | 0.000 0.798 1.146
_cons 3.76 0.030 124.3 | 0.000 3.696 3.814
Var39 12 (Less turnover cost) <-
1.16 0.113 10.32 | 0.000 0.940 1.391
_cons 3.89 0.038 103.5 | 0.000 3.814 3.961
Var39_13 (Higher profits) <-
0.63 0.066 9.63 [ 0.000 0.503 0.760
_cons 3.9 0.023 177.7 | 0.000 3.857 3.943
Var39_14 (Better image) <-
0.67 0.080 8.33 [ 0.000 0.512 0.827
_cons 3.9 0.026 153.0 [ 0.000 3.848 3.947
var(e.Var39_1) 0.24 0.018 0.210 0.279
var(e.Var39_2) 0.16 0.123 0.135 0.184
var(e.Var39_3) 0.17 0.016 0.146 0.208
var(e.Var39_4) 0.22 0.018 0.186 0.259
var(e.Var39_5) 0.17 0.014 0.142 0.195
var(e.Var39_6) 0.14 0.011 0.012 0.163
var(e.Var39_7) 0.14 0.012 0.113 0.161
var(e.Var39_8) 0.17 0.011 0.096 0.140
var(e.Var39_9) 0.17 0.014 0.142 0.198
var(e.Var39_10) 0.16 0.013 0.135 0.185
var(e.Var39_11) 0.23 0.018 0.194 0.266
var(e.Var39_12) 0.37 0.029 0.315 0.429
var(e.Var39_13) 0.14 0.010 0.116 0.156
var(e.Var39_14) 0.19 0.015 0.167 0.225
var(Employee outcomes; LF1) 0.03 0.010 0.015 0.055
var(Organizational_outcomes: LF2) 0.15 0.019 0.113 0.188
cov(e.Var39 1.e.Var39 2) 0.08 0.011 6.92 [ 0.000 0.055 0.098
cov(e.Var39 1,e.Var39 6) -0.01 0.009 -1.41 | 0.159 -0.029 0.005
cov(e.Var39 2,e.Var39 3) 0.04 0.009 4.26 | 0.000 0.022 0.058
cov(e.Var39 2,e.Var39 5) 0.01 0.008 0.25 | 0.800 -0.014 0.018
cov(e.Var39 3,e.Var39 4) 0.04 0.012 3.26 | 0.001 0.016 0.062
cov(e.Var39 4,e.Var39 5) 0.01 0.011 1.33 | 0.185 -0.006 0.036
cov(e.Var39 4,e.Var39 10) -0.00 0.010 -0.01 | 0.99 -0.019 0.019
cov(e.Var39 5,e.Var39 6) 0.01 0.008 1.18 | 0.237 -0.007 0.027
cov(e.Var39 6,e.Var39 7) 0.05 0.008 2.09 [ 0.036 0.001 0.031
cov(e.Var39 7,e.Var39 8) 0.03 0.009 3.32 | 0.001 0.012 0.045
cov(e.Var39 7,e.Var39 14) 0.03 0.008 -3.74 | 0.000 -0.047 -0.015
cov(e.Var39 8,e.Var39 9) 0.03 0.008 3.31 | 0.001 0.011 0.043
cov(e.Var39 9,e.vVar39 10) 0.03 0.010 3.45 | 0.017 0.005 0.050
cov(e.Var39 9,e.vVar39 12) 0.03 0.013 2.39 [ 0.017 0.005 0.056
cov(e.Var39 10,e.Var39 11) 0.01 0.010 0.44 | 0.658 -0.015 0.024
cov(e.Var39 11.e.Var39 12) 0.08 0.070 4.45 | 0.000 0.042 0.109
cov(e.Var39 11.e.Var39 13) 0.01 0.009 0.91 | 0.362 -0.009 0.026
cov(e.Var39 12e.Var39 13) 0.02 0.011 2.05 [ 0.040 0.001 0.045
cov(e.Var39 13.e.Var39 14) 0.06 0.010 5.92 [ 0.000 0.038 0.075
COV(Employee & Organizational outcomes) 0.06 0.012 5.46 | 0.000 0.041 0.086

obs = 400; Estimation Method = ml; Log likelihood = -3378.5074 ; LR test of model vs. saturated:

chi2(57) = 170.52, Prob > chi2 = 0.0000
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The above Table 9.24 gives information about how the model is specified by
listing the observed variables in HRD Matrix mentioning with coefficient values of the
Employee Outcomes ($=0.029) and Organizational Outcomes(p=0.146~0.150) as two
latent variables) respectively are competent & innovative employee ((p=1, constrained),
increases rate of HR development (p=1.695>1), commitment and performance
(f=2.346>1), problem solving skill (B=1.995>1), better utilization of HR (f=1.849>1),
higher satisfaction and motivation (=1.995>1) and the latent variable (Employee
outcomes). Similarly, the table shows information on how the model is specified by
listing the observed variables with coefficient values of the latent variable
(Organizational Outcomes) are generating internal resources (B=1, constrained), health
& safety (B=1.015>1), greater teamwork (f=0.923 near to 1), higher productivity
(B=0.810 near to 1), growth & diversity (=0.972 near to 1), less turnover cost
(B=1.161>1), higher profit (=0.631), and better image (=0.670).

The researcher has observed the standardized factor loadings because of the
variance for Employee Outcomes has been set to 1 to scale the latent variable and for
model identification. The standardized factor loading for the said five variables are
>1.00 meaning that standard deviation increased in Employee outcomes leads to 2.346,
1.995, 1.849, 1.695 and 1.378 standard deviation increased in the response to the model.

Therefore, it is the best measure of Employee Outcomes in HRD Matrix fits.

Similarly, the standardized factor loadings because the variance for
Organizational Outcomes is set to 1 to scale the latent variable and for model
identification. The standardized factor loading for the less turnover cost and health &
safety variables are >1 meaning that standard deviation increased in the two factors
leading to 1.161 and 1.015 respectively standard deviation increases in the response to
the Organizational Outcomes in the model. The remaining all other factors are effective
since coefficient values are near to 1. The test statistic value extremely significant (p-

value=0.000<0.05) at 5% level of significance.

The model chi-square value, ¥*(57)=170.52, Prob > chi2 = 0.000, is highly
statistically significant indicating the model reproduces the observed covariance among
all factors very well. The null hypothesis (Hp) is that the model fits perfectly. The p-
value of 0.000 is <0.05, the typical cut-off for the test, which means that the null
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hypothesis is rejected and the model fits well. With all of the model level fit measures
taken together, the overall model fits extremely well meaning that the latent variable
specified as HRD process and HRD Climate or OCTAPACE are strongly related to the
all factors used to quantity it. The output also provides with the chi-square value of
170.52, with the degree of freedom 57, and the significance of the chi-square test (i.e. p
<0.001). Therefore, the equation may be EM = f (Employee Outcomes + Organizational

Outcomes).

9.5.6 Structural Relationships and Path Coefficients of Organizational
Effectiveness

Table 9.25: Hypotheses and path coefficients of organizational effectiveness

Hypothesized Structural Path p-value | Coeff. [ Relationship Remarks

Motivation<- Employee Outcomes 0.000 0.029 | Hay; accepted | Direct effect
Motivation<-Organizational Outcomes 0.000 0.150 | Ha,; accepted | Direct effect
Motivation<-Organizational Effectiveness 0.000 0.179 | Hags; accepted | Direct effect

Therefore, it has been observed that all null hypotheses are rejected and alternative
hypotheses are supported this is why there is a direct effect of employee and
organizational outcomes or HRD Matrix on employee motivation of the sampled banks
(Table 9.25). It has also been remarked that the Beta coefficient value of organizational

outcomes is higher than employee outcomes.

Table 9.26: Correlation matrix of organizational effectiveness

Correlations

Organizational HRD HRD OCTAPACE | Employee
Outcomes Process | Mechanism outcomes
5 Organizational 1.000
= Outcomes
2 | HRD Process 0277 | 1.000
© | HRD Mechanism 0417 | 0.385 1.000
% OCTAPACE 0.274" 0.388 0.423 1.000
& Employee outcomes 0.689" 0.249 0.355 0.258 1.000

It is being observed that there is a positive correlation between Organizational
effectiveness and motivation. Employee outcomes is highly correlated (r= 0.689") in the
matrix (Table 9.26).
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9.6 Overall Impact of HRD on Employee Motivation

9.6.1 Study Hypotheses of Employee Motivation and Human Resource
Development

To investigate the effectiveness of employee motivation and human resource

development the researcher assumed the following hypotheses:

Hoi: JCM factors have no significant effect on employee motivation in human
resource development (HRD).

Ho2:  Financial benefits have no significant impact on the employee motivation in HRD.

Hos: Other monetary benefits have no significant outcome on the employee
motivation in HRD.

Hos:  Fringe-benefits have no significant effect on the employee motivation in HRD.
Hos:  Leave benefits have no significant effect on the employee motivation in HRD.

Hos:  Glass ceiling phenomenon does not have significant impact on the employee
motivation in HRD.

Ho7:  Factors of QWL have no significant impact on the employee motivation in HRD.
Hos:  Training and retention have no significant impact on the employee motivation in HRD.

Hoo: HRD environment factors have no significant impact on the employee
motivation in HRD.

Hio: HRD mechanism factors have no significant outcome on the employee
motivation in HRD.

Hi:: HRD process factors have no significant outcome on the employee motivation in
HRD.

Hi2:  OCTAPACE have no significant effect on the employee motivation in HRD.

His:  Performance appraisal (PA) factors have no significant impact on the employee
motivation in HRD.

His:  Management practices factor have no significant effect on the employee
motivation in HRD of the banking sector.

His:  Factors of organizational effectiveness (employee and organizational outcomes)
have no significant effect on the employee motivation in HRD.

9.6.2 Normality Check for Employee Motivation

Multiple linear regression models should follow normality assumptions to fit the
dependent variable. From the normality test table the Shapiro-Wilk test statistic value is
0.959~96% with p- value 0.000 (<0.05). The fitted histogram plot shown that the bell
shaped curve, similarly the normal Q-Q (Quantile-Quantile; Figure 9.4 & 9.5) plot shown
that the fitted line approximately passing throw the origin. Therefore, it may conclude that
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the dependent variable employee motivation follow the normal distribution. In this
regards, multiple regression model may use for further investigations.

Table 9.27: Normality test of dependent variable (Employee motivation)
Tests of Normality

Dependent variable Shapiro-Wilk Remarks
Statistic df Sig. The normality test satisfied for fitting
Employee Motivation 0.959 400 0.000* Employee Motivation as a dependent
*Significant at 5% level. variable in the multiple regression model.

Charts (Employee Motivation in the Banking Sector)

Figure 9.4: Fitted histogram for employee motivation

Figure 9.5: Q-Q plot for employee motivation
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9.6.3 Dependent and Independent Variables of Employee Motivation

The employee motivation (EM) of the banking sector has been taken as dependent

variable in the regression model. The regression model can be written as:

Employee Motivation (EM) = a (constant) + B1*JCM + B.*FB + B3*OMBs +
B4*FBs + Bs*LBs + Be*GC + B;*QWL+ Bg*TR+ Bg*HRD Env+ B1o*HRD Mecha +
Bll*HRD Pro + Blz*OCTAPACE+ B]_g*PA'i' B14*Mgt Practices + B15*OE +e

From the above equation, o iS constant, fi’s are the regression coefficients of the

explanatory variables, and e is the random error term (it follows normal distribution).

9.6.4 Investigation of Employee Motivation and HRD Model

Theoretical investigations have shown that independent variables are largely dependent
on dependent variables. Besides, when the organizations are ready to provide the
financial and nonfinancial benefits, fringe and leave benefits, practicing the job
characteristics, training and development, performance appraisal, HRD matrix variables
for organizational effectiveness, and co-ordinate for innovative team work by

participating all can be observed frequently.

9.6.5 Multiple Relationships of Employee Motivation among the Constructive

Factors
Table 9.28: Model Summaryb of employee motivation
= Adjusted | S.E. of Change Statistics .
g R Sqt?are R t_he R2 F dfl | df2 Sig. F mg]n
= Square | Estimate | Change | Change Change
0.708a | 0.502 | 0.482 0.28155 | 0.502 25.778 | 15 384 | 0.000 1.822

a. Predictors: (Constant), Fringe Benefit, Organizational Effectiveness (Employee and Organizational),
PA, Glass Ceiling, JCM, Leave Benefits, Mgt Practices, Other Monetary Benefits, Training and
Retention, OCTAPACE (HRD Climate) HRD Environment, HRD Mechanism, HRD Process, QWL,
HRD Process.

b. Dependent Variable: Employee Motivation in the Banking Sector.

Table 9.29: ANOVA?®of employee motivation

Model Sum of Squares | df Mean Square F Sig.
Regression 30.652 15 2.043 25.778 0.000°
Residual 30.440 384 0.079
Total 61.093 399

a. Dependent Variable: Employee Motivation

b. Predictors: (Constant), Fringe Benefit, Organizational Effectiveness (Employee and Organizational),
PA, Glass Ceiling, JCM, Leave Benefits, Mgt Practices, Other Monetary Benefits, Training and
Retention, OCTAPACE (HRD Climate) HRD Environment, HRD Mechanism, HRD Process, QWL,
HRD Process.
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Table 9.30: Coefficients® of employee motivation

Estimated 95% Confidence
A Coefficients t- Sig. Interval for
Factors of Employee Motivation Regression . statistic o UB
Coefficient (f3;) )

Constant (o) -1.044 | 0.367 | -2.844 | 0.005| -1.766 | -0.322
JCM (B,) 0.174* (5) | 0.039 4.404 | 0.000 | 0.096 | 0.251
Financial Benefit (FBs: f3,) 0.375* (1) | 0.060 6.284 | 0.000 0.257 0.492
Other Monetary Benefit (OMBs: B3) -0.112* (9) | 0.046 -2.456 | 0.014 | -0.202 | -0.022
Fringe Benefit(FNBs: B,) -0.032 | 0.029 | -1.113 | 0.266 | -0.089 | 0.025
Leave Benefit (LBs: f3s) 0.267* (3) | 0.068 3.930 | 0.000 | 0.133] 0.400
Glass Ceiling (GC: B) 0.049 | 0.041 1.211 | 0.227 | -0.031| 0.129
QWL(B;) -0.077 | 0.063 | -1.227 | 0.221 | -0.201 | 0.046
Training & Retention (TR:[s) 0.162* (6) | 0.062 2.628 | 0.009 0.041 | 0.284
HRD Environment (HRD Env: fg) -0.126* (7) | 0.061 -2.070 | 0.039 | -0.245| -0.006
HRD Mechanisms (B1o) 0.100 [ 0.116 | 0.862] 0.389 | -0.128 | 0.329
HRD Process (HRD Pro:fy;) -0.005 | 0.051 -0.090 | 0.928 | -0.105| 0.096
OCTAPACE (B1p) -0.056 | 0.095]| -0.585 [ 0.559 | -0.243 [ 0.132
PA (B13) 0.289* (2) | 0.045 6.502 | 0.000 | 0.202 [ 0.377
Mgt Practices (f14) 0.200* (4) | 0.055 3.610 | 0.000 | 0.091| 0.309
Organizational Effectiveness (OE fis) 0.118* (8) | 0.053 2.215 | 0.027 0.013 | 0.223

*Significant at 5% level

9.6.6 Multiple Regression Analysis Results of Organizational Effectiveness

The coefficient of multiple determinations R® is ~50% variability on the employee
motivation has shown in the model. Similarly, the adjusted value of R? highlighted that
~48% variability on the employee motivation can be explained by motivational factors as
well as human resource development (independent variables). The Durbin test value is
1.822 (0 to <2.0) showing that there is positive autocorrelation between the variables of
human resource management of the organization (Durbin and Watson, 1971). > The F-Test
value is 25.778 among the variables and p-values are less than 5% for the data variables
indicates the very well fit of the regression model analysis. JCM, financial and other
monetary, leave benefits, training and retention, HRD environment, Organizational
Effectiveness (employee and organizational outcomes), performance appraisal (PA) and
management practices are statistically significant since p-value <0.05 and contributing
the significant effect to the employee motivation. Therefore, there is a significant impact

on the employee motivation in the banking organization.

2 James Durbin, and Geoffrey S. Watson, "Testing for serial correlation in least squares regression.
11", Biometrika, 1971, 58 (1): 1-19. d0i:10.2307/2334313.
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9.6.7 Fitted Regression Model for Employee Motivation

The fitted of the regression model as shown from the Table 9.32. It can be written as the
fitted following regression model as equation form.

The fitted multiple regressions model can be written as:

EM = -1.044 * (a) + 0.174 * JCM + 0.375 * FBs * OMBs — 0.032 * FNBs + 0.267 * LBs
+ 0.049 xGC — 0.077 * QWL + 0.162* TR — 0.126 * HRD Envi + 0.100
* HRD Mecha — 0.005 * HRD Pro — 0.056 * OCTAPACE + 0.289 = PA
+ 0.200 * Mgt Practices + 0.118 * OE

The B; coefficient findings are 17.4 % times positively influence of job
characteristics model, on employee motivation. The coefficients results are statistically
significant p-value is 0.000 and t-test statistic value is 4.404. Thus, Ho; is rejected and it

is inferred that the JCM factors have significant effect on employee motivation.

The B, coefficient findings are 37.5 % positively influence of financial
advantages on employee motivation in the bank. But coefficient of these results is
highly statistically significant at 5% significance level (p-value is 0.000). The t-value is
6.284, thus, Ho, is rejected and it is inferred that the factors of financial benefits have

significant impact on employee motivation as it is shown the positively.

The B3 shows negatively 11.2% influence on the employee motivation, t-value is
-2.456 and p-value (0.014) is significant at 5% significance level hence the null
hypothesis (Hos) is rejected. Thus, there is a relationship between motivation and other

monetary benefits.

The P4 coefficient shows 3.2% influence of fringe benefits on the employee
motivation, t-value is -1.113 and p-value is higher at 5% significance level (p-value is
0.266). Hence, Hoq4 is accepted. Thus it is observed that in case of fringe benefits has

indirect impact on the employee motivation.

The regression coefficient Bs (Leave Benefit) which measures leave benefit has
26.7% influences on employee motivation of sampled employees. The t-value is 3.930

and p-value is <0.05 (p-value is 0.000) significance level. Hence Hys is rejected.
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The regression coefficient Bg is 4.9% positively influence of glass ceiling on
employee motivation in the banking sector. The t-value 1.211 and p-value are not

statistically significant at 5% significance level (p-value is 0.227). Hence Hyg is accepted.

The regression coefficient B7 is 7.7 % of QWL negatively effect on employee
motivation in the banking sector. The t-value -1.227 and p-value are not statistically

significant at 5% significance level (p-value is 0.221). Hence, Hy; is accepted.

The regression coefficient PBg is 16.2% of training and retention positively
influence of on employee motivation in the banking sector. The t-value 2.628 and p-value

is <0.05 (p-value is 0.009) which is statistically significant. Hence, Hog is not supported.

The regression coefficient Bq is 12.6% of HRD environment negatively effect on
employee motivation in the banking sector. The t-value is -2.070 and p-value is <0.05
(p-value is 0.039) significant level. Hence, Hog is not accepted.

The regression coefficient 1o is 10.00% of HRD mechanism which positively
affects employee motivation. The t-value 0.862 and p-value is higher than 0.05 (p-value
is 0.389) which is not statistically significant at 5% significance level. Hence, Hig is not

rejected.

The regression coefficient B3 is 0.5% of HRD process which negatively affects
the employee motivation in the banking sector. The t-value -0.090 and p-value is not
statistically significant at 5% significance level (p-value is 0.928). Hence Hj; is

accepted.

The regression coefficient B2 is 5.6% of OCTAPACE that negatively influences
the employee motivation in the banking sector. The t-value -0.585 and p-value is >0.05
which is not statistically significant at 5% significance level (p-value is 0.559).
Therefore, Hi, is accepted.

The regression coefficient P13 is 28.9% positively influence of performance
appraisal (PA) on employee motivation in the banking sector. The t-value 6.502 and p-
value less than 0.05 (p-value is 0.000) which is statistically contributing significance
associated with HRD. Hence, Hy4 is rejected.
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The regression coefficient P14 is 20.0% of management practices (Mgt practices)
which positively influences the employee motivation. The t-value 3.610 and p-value is
<0.05 (p-value is 0.000), which statistically significant at 5% significance level
contributing to HRD and motivation. Hence Hgs rejected.

The regression coefficient Pi5 is 11.8% of organizational effectiveness (OE)
positively influence of employee motivation in the banking sector. The t-value 2.215
and p-value is less than 0.05, (p-value is 0.027) which is statistically significant. Thus,

Hi3 is rejected. Finally nine hypotheses have significantly been proved.

9.6.8 Overall Results of Hypotheses Matrix (Employee Motivation)

Table 9.31: Hypotheses matrix

Hypotheses Result Impact/Effect on EM

Ho:: JCM factors have no significant effect | p=0.000 | JCM does have impact on
on employee motivation in human resource | Rejected | employee motivation
development (HRD).

Ho,: Financial benefits (FBs) have no | p=0.000 | FBs have more impact on
significant impact on the employee | Rejected | motivation in the banking sector
motivation in HRD.

Hos: Other monetary benefits (OMBSs) have | p=0.014 | Employee motivation
no significant outcome on the employee | Rejected | significantly influenced by NFBs
motivation in HRD.

Hos: Fringe benefits have no significant | p=0.266 | Having no impact on motivation
effect on the employee motivation in HRD. | Accepted | in terms of fringe benefits

Hos: Leave benefits (LBs) have no | p=0.000 | LBs show more effect on
significant effect on the employee | Rejected | motivation
motivation in HRD.

Hos: Glass ceiling (GC) phenomenon does | p=0.227 | Having no  influence  on
not have significant impact on the employee | Accepted | motivation in case of GC
motivation in HRD.

Ho7: Factors of QWL have no significant | p= 0.221 | Having no impact on motivation
impact on the employee motivation in HRD. | Accepted | regarding QWL

Hes: Training and retention have no | p=0.009 | Observed significant effect on
significant impact on the employee | Rejected | motivation by training and
motivation in HRD. retention

Hoe: HRD environment factors have no | p=0.039 Found significant impact on
significant impact on the employee | Rejected | motivation in case of HRD
motivation in HRD. environment

Hy: HRD mechanism factors have no | p=0.389 | No impact of HRD mechanism
significant outcome on the employee | Accepted | identified in motivation
motivation in HRD.

Hy: HRD  process factors have no | p=0.928 | HRD process does not have
significant outcome on the employee | Accepted | impact on employee motivation
motivation in HRD.

Hi,: OCTAPACE have no significant effect | p=0.559 | No effect is being observed by
on the employee motivation in HRD. Accepted | OCTAPACE or HRD climate
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His: Performance appraisal (PA) factors | p=0.000 | PA indicates more concern in
have no significant impact on the employee | Rejected | motivation
motivation in HRD.

Hys: Management practices factor have no | p=0.000 | Management practices do have
significant effect on the employee | Rejected | the impact on motivation
motivation in HRD of the banking sector.

His: Factors of organizational effectiveness | p=0.027 | Organizational effectiveness does
(employee and organizational outcomes) | Rejected | have the more impact on
have no significant effect on the employee motivation

motivation in HRD.

Employee motivation is a crucial issue in influencing the behaviour of people in
the banking organization. With a view to confirming employee motivation the JCM,
financial, non-financial, leave benefits, training and retention, HRD environment, HRD
outcomes for organizational effectiveness, performance evaluation and management
practices have the significant effect. Therefore, it can be concluded that there is a
significant association between employee motivation and human resource development

in the banking sector of Bangladesh.

9.7 Discussion on the Findings

HRD practices in terms of employee outcomes of the both banks showed the good
figure and almost same between the banks. Better satisfaction found regarding
competence, innovation, HRD rate, quality performance, problem solving, and proper
utilization of resources in the banks. There are two factors with Eiganvalues of
employee competent, HR development rate, image and generating internal resources
were highly loaded and variance explained this is why there may retrace for higher level

of employee motivation.

Team work, higher productivity, growth diversity, reduced cost, higher profit,
better image and health and safety environment significantly influence the
organizational effectiveness of HRD matrix observed in the banking organization. These
factors” average values are more than 4.0 (true level of perception). That means
organizational outcomes showed the good practices in the banks. It is being observed
that there was a positive relationship between organizational effectiveness and
motivation. Employee performance results are highly integrated into the matrix (r =
0.689 *).
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According to two latent factor viz. Employee Outcomes (5=0.029), rate of HRD,
commitment and performance, problem solving efficiency are the most effective factor.
And the same way of Organizational Outcomes ($=0.146~0.150), lower turnover cost
was the most effective factor. It has been confirmed in the banks that there is a direct
effect of organizational effectiveness (employee and organizational outcomes) on the
employee motivation. Along with JCM, financial, non-financial, and other financial
benefits, leisure benefits, training and retention, HRD environment, organizational
performance, HRD results, performance appraisal and its impact on staff motivation to

follow management procedures.

Thus, the banking sector in Bangladesh can further consider the practice of
motivation theories with HRD matrix for better performance of existing employees so
that the sector can survive nationally and globally in a competitive field.

As management is essential to the management of any organization, so
motivation is needed for banks’ success itselves. Motivation is a process of influecning
employees to work hard. This creates impulsiveness among the exsting employees. In
fact, running a banking organization requires different types of people, money,
materials, machiery, sophisticated technologies, market etc. The human component is
the most important material of these elements. It is proved that no work can be extacted
from the employees by force. Bank may fail to achieve its goal if the employees
voluntarily and selflessly dedicate themselves to the work. However, lack of motivation
leads to loss motivation, low morale, increase workplace conflict, decreased
productivity, and dissatisfaction with work. The employees make management
uncooperative instead of cooperation as well. This kind of situation is very harmful for
any organization. The cooperation of the staff is essential and essential for achieving the
institutional goals. The motivated staff is dedicated to the assigned duties. As a result,
waste is reduced. They are loyal to the managerial decision and welcome to the changes
for developmental initiatives. Motivation awakens the sincerity and affection of the
employees towards the organization. As a result, they contribute the most to the

achievement of the goals of the banks.
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Chapter Ten
Discussion and Conclusion

When employees are satisfied it helps to ensure the achievement of organizational goals.
However, with the institutional development, there is an expectation of new opportunities
among the employees. Apart from this, new expectations and shortcomings are born due to
various reasons. As a result, the motivation process is followed again at another stage and
efforts are made to improve morale by increasing work satisfaction. This is how it rotates.
Various factors of satisfaction, facilities, job nature, HRD environment, HRD climate, HRD
outcomes and organizational effectiveness influence the employee motivation in the
banking sector. This chapter has focussed on key findings, suggestions, a proposed
‘strategic management approach to practice job satisfaction-employee motivation’ and

recommended the theoretical and empirical contributions for further study.

10.1Key Findings

There are two main components to any organization. One is mechanical/ technical the
other is human. The main goal of the organization is achieved through proper co-
ordination between these two elements. The second element of the banking organization
i.e. the human element is called the life force or the main driving force of the all
operations. It is very difficult to get performance done by keeping this material to satisfy

the overly sensitive issues. The key findings of this stsudy have been highlited below:

The significant components observed, that employees feel negative feeling like-
loaded working hours, stress, lack of promotion and transfer, scarce of autonomy or
participation, lack of motivation for executives, less concentration on task significance
and task identification and also immediate feedback, identity by designation, lack of
advancement and growth as well as recognition, besides transportation facilities not
enough. These are being performed to create some barriers in the mind of existence
employee as well as the better performance of bank. The factors do have significance
effect on employee motivation and also for employee development through the success

of bank in the competitive arena.
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The financial issues are being provided by the banks. These may ensure the
satisfaction and motivated to the presence employee of the bank and get better with
globalized world and also competitive market in this sector. The financial benefits have
been specified namely allowances, bonuses, increment facilities, profit sharing, GPF,

CPF, accidental benefits, transportation cost, medical facilities, launch allowances.

Besides having those facilities, the bank also provided some strategies for extra
facilities. Those are in the bank- paternity leave, maternity leave, study leave,
mandatory leave, sabbatical leave, occasional leave, recreational leave. This study
identified the factors and had better interaction on employee motivation performed
running the banking industry with adopted competitive business thought. The basic
features are, about job rotation, close supervision with the existence workers, well
decoration in workplace (OWL), making succession plan, taking organizational
development initiatives with positive change (OD initiatives), discrimination, delegation
of authority, assigning in the vital post for both male and female, more transparent in
role clarity. These factors play the vital role on employee motivation and HRD in the
banking sector and increase the organizational outcomes and effectiveness.

After investigating selected areas of the study, the work concerned to the
environment both internal and external elements viz. organizational HRP, banking
policies, management process, practices of HRD, HRD climate in the banking sector.
The study found some effective factors influenced and performed to enhance
organizational outcomes and to sustain the existence with the competitive financial

business through the corporate strategies.

The two factors such as mechanisms of PA and HRD as an unit in HRD
Mechanisms of the HRD Matrix are highly loaded by total variance explained, in the
HRD Process there was one factor loaded, again it obseverd that there are two loading
factors i.e., confrontation (C) and openness (O) personality covered the HRD climate or
OCTAPACE. It has been observed that two factors- competent & innovative and HR
development rate are the high loadings performing by banks’ employees. On the other
hand, better image and maximizing internal resources involved in organizational
outcomes are the high loading factors. Employee outcomes and Organizational

outcomes (organizational effectiveness) are highly correlated and have the significant
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effect on employee motivation. Individual outcomes are highly correlated in HRD
matrix. Overall, these two latent factors (employee and organizational) confirmed that
risk taking fair rewards, role playing and analysis, committed performance are the
effective factors in case of organizational effectiveness of the banking sector.

It has been noticed that two reasons- capable and innovative and the rate of HR
development is that the employees of the banks are high loadings. On the other hand, due
to the high loading that maximizes the internal resources involved in better image and
organizational results. The study also found few features regarding, nature of bank, glass
ceiling, lack of diversification, lack of innovation, committed in working. These do have
influential arena in related financial or banking industry. The specified factors have the
greater impact on employee motivation and human resource development to sustain the

organization with civilized and competitive world in the banking industry of Bangladesh.

10.2 Suggestions

The Human Resource Management Department of the organization is closely related to
the existing employees and a manager named HR Manager is in charge of this
department. His/her job is to surround human resources. Therefore, human resource
managers have to possess a number of special qualities that make it easier to manage
human resources and employees. The followings are the measures for improving the
HRD environment that directly and indirectly influence employee motivation in the

banking of Bangladesh:

Judging and analysing the qualities required to perform the duties assigned to the
employee, it is determined that knowledge, skills and attitudes need to be developed in
those areas.>?3** This will reduce the rate of waste and loss of the banks.

Y William McGehee, and Paul W. Thayer, Training in Business and Industry (New York: John Wiley &
Sons, 1961).

> T. Boydell, and M. Leary, Identifying Training Needs (Training Essentials), (UK: Chartered
Institute of Personnel & Development, 1996).

® Elwood F. Holton lii, Reid A. Bates, and Sharon S. Naquin “Large-Scale Performance-Driven
Training Needs Assessment: A Case Study”, Public Personnel Management, 2000, Vol. 29(2): 249-67.

* Kamila Ludwikowska, “The effectiveness of training needs analysis and its relation to employee
efficiency’, ZESZYTYNAUKOWEPOLITECHNIKIPOZNA NSKIE J,2018. DOI:
10.21008/j.0239-9415.2018.077.11.
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Participation in different decision making of the female employees should
increase than the earlier ones. Female employees should be more conscious to come

forward enthusiastically with the different events and options.

Maternity leave and child care unit should be retraced. Female can leave the
station after 6.00 pm as the Bangladesh Circular. Due to family responsibilities a women
cannot do job like a man does, this case could be resolved by the female through taking
day care facility for their babies during the working hours so that they (female) can be

free of tension.

In today's era of globalization, huge competition among business entities is on
the rise. Banks need more efficient human resources to survive in this competition.
Therefore, in order to build efficient human resources, more emphasis must be placed on
human resource planning. It is not possible to supply the right number and quality
human resources at the right time without proper human resource planning. In the
current globalization, management techniques are constantly changing due to manpower
diversification and technical reasons. In line with these changes, it is possible to provide
skilled and qualified staff if effective human resources are maintained in the banking
organization. By analyzing the organizational behavior of the employees of the banking
industry, it is possible to determine in which cases the training of the employees is

required, which will reduce the cost of training.

The tick mark can be used in relation to the lower ranks of the employees,
personal development, relationship with the management, remuneration and technical
knowledge, management control and knowledge about the bank etc. In this case, it
requires the knowledge management (KM) to optimize the organization’s design and
workflow. KM's vision and approach can be considered essential for adopting the KM
strategy. Alignment between organizational, HRM and KM strategies, a key element of
organizational management in the age of knowledge. So, in order to drive KM as a

strategy need to understand how banking industry view KM.®

® Hadi El-Farr, and Rezvan Hosseingholizadeh, “Aligning HRM with Knowledge Management for
Better Organizational Performance: How Human Resource Practices Support Knowledge Management
Strategies”, 2019 DOI: 10.5772/intechopen.86517
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It is often the case that no action is taken in the case of positive motivation.
Again, there is no system to reward negative motivation. Management has to resort to
negative motivation only when positive motivation fails to bring any benefits to
motivate the employees in the work. It is easy to say that management has to decide
what kind of motivation to resort to considering the time, environment and situation and
the behavioral differences of the existing employees. When in the same situation and in
the context of performance, the management should aim to treat every employee in the

same way.

The authority of the banking industry includes some special benefits which
include providing extra-time staff which does not directly improve the financial
condition but increases the attractiveness of the person's job or position. These benefits
are related to office equipment, status facilities, driver, peon, parking, decoration of desk
and chamber, cleaning, uniform, washroom, visiting card, big table, personal assistant
etc. As a result, they can increase the quality of work by self-employment and special
non-financial rewards can be given for their loyalty and create a sense of responsibility

towards the organization.

Motivation is to motivate the employee to perform. Different types of stimuli can
be used to motivate action. These stimuli are related to filling deficiencies. Providing
motivation creates a strong interest in the mind of the employee to work hard.
Therefore, the employee tries to apply the lowest possible support in every job, which
ensures his/ her high level of performance and contribution. Performance is the level of
productivity or work of an employee. It depends entirely on the employee's interest and
desire for work. There are three important issues involved with the work ethic of an
employee in the workplace. These are the ability (A) of the employee, motivation (M)

and performance (P) of the employee. A link between the three subjects can be noticed.

Employee ability refers to do any performance of the employee. Every employee
employed in the workplace has less ability and it is because of this ability that is
engaged in work. In order to get work from the employee, it is important to support the
motivation with the help of performance. By motivating the employee properly, it is
possible to make full use of his / her potentialities. Banking industry can concentrate on

the better performance of employees through the outcomes of HRD.
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It can be seen that there is an interdependent relationship between ability,
motivation and performance. Ability is the power of action and motivation, so action uses
this energy to the maximum. Through performance, the management is able to achieve
human resource development and institutional objectives by determining the value of the
employee. Therefore a proper performance appraisal program is essential for human
resource development. In this case requires consulting with supervisors, managers of the

branches and association representatives, designing development program.

Training is a strategy to increase the knowledge and skills of the staff. The need
for training is determined on the basis of the purpose of the banking organization, the
nature of the work, the type of employee and the qualified facilities. The training
requirements are determined by analyzing the nature of work of all the officers and
employees employed in a bank. The demand for training is determined by focusing on
human resource planning (HRP) in the banking industry. It is also necessary to consider
the cost of training, the resources required to provide the training and whether there is

skilled training.

Women workers must be proactive in every branch to arrange baby care to take
care of their young children. In the absence of this, women officers are often forced to
quit their jobs like in banks. They may not be able to concentrate at work because they

are always worried. Therefore, it is very important to take necessary steps in this regard.

Behavioral changes are needed to motivate employees, especially in public
sector banks. There is a need to be more humble with the clients so that the bank can
face the difficult challenges in this complicated banking business which will help in

achieving its interests. Those concerned need to come forward in this regard.

The banks need to create the necessary supportive culture environment,
including behavioral change, to motivate employees more. In this case, banks have to

pay attention to all aspects. Always be ready.

All logistical support must be provided to all employees. It requires co-operating
each other. Different types of drives or events such as MBO, MBE, MBF, MBD etc. can

be arranged at different times to solve different problems.
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In the era of free market economy and globalization, management development is
an essential issue to meet the competition of the banking corporation in developing
countries like Bangladesh. Unskilled employees and managers are a common occurrence
in the public financial institutions of Bangladesh. The state-owned banks of the country
are constantly conducting business with the burden of losses on their shoulders. Therefore,
the issue of management development in Bangladesh is being widely observed
everywhere. In this case, the banks can maintain more collaboration with BIBM, BMDC,
BIHRM, IBA, ICMAB, ICAB, BPATC, NAEM, RDA, BARD, universities etc. These

programs may be enhanced the continuous improvement of the banks.

Employee training requirements can be determined by analyzing employee
productivity. As a result, it is possible to determine the relationship between the low
cost and high cost. At the same time, it is necessary to find out the possibility of
immediate change in the adopted technology and technical issues and the need for
training in line with any change in the future transaction systems. A special attention

like this is suggested to nationalized or state-owned banks of Bangladesh.

Banking institutions can focus on job analysis to determine exactly what kind of
work an employee needs to do, how to do it, and what kind of skills and qualifications
are needed to get the job done properly. So the success of task analysis depends on the
right direction information. It is necessary to continue research on it. Satisfaction
would be easier if one could determine the relative value of each task separately by

comparing it with other tasks through job evaluation.

The scope of activities of modern large-scale banking business is very widely
and wide. As a result, various problems arise due to problems in staff management and
organizational complexity. There has been a conflict among the young employees since
2008 due to postpone the GPF facilities. They are depressed for GPF and FBAR
facilities. Employees can raise objections or demands to the management in order to
eliminate and solve these problems. Therefore, any objection or dissatisfaction
expressed by the employees to the management regarding the work, working

environment, conditions of work, compensation, or salary-allowance, benefits, transfer
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and promotion, seniority, leave, breach of contract, and unfair treatment etc. should be

taken into consideration.®

In HRD planning and policy, there should be preserved some activities i.e.,
managerial ingenuity, acquisition of personality, required knowledge, ability to develop
the human virtues coordinated about the ability or skills of manager/ employee. For this
reason, the behavior of manager is analyzed by mental structure, physical efficiencies
and these are considered to ensure the necessary actions as well. HRD is basically
related to the individual development of employees especially for bank managers. HRD
is more concerned with looking forward for future and it is better than training related to
education which helps to develop on employee to take right decision. This reason

signifies the banks and their human resources a principal factor of the organization.

In general, presently business concept is changing day by day in competitive
world. The concentration about balanced strategies to adapt the changing condition is to
know about the method of HRM frequently. It can be presented and categorized the
experience through HRD process. As a result, an HR manager of each bank does have

the ability to handle the challenges successfully.

It is necessity to ensure the return of the organization in terms of technical,
technology, and also for social changes. Political and technical knowledge of the
manager can be increased through development of HRM. Bank should be given priority
and considered on employee motivation in the banking industry and employee

development to sustain the organization in long run with modern technological world.

HRD plays a significant role creating skilled manager in achieving objectives
and goals of the organization through the coordination of the organization’s overall

materials and efficient management and control.

HRM enhances the efficiency of the managers that it brings working experiences
to the development of manager’s work. It is helpful to develop the efficiency about the

new sophisticated technologies and technical knowledge to sustain in the huge

® ILO Conventions, The Reduction of Hours of Work (Public Works) Convention, 1936 (No. 51), and
the Reduction of Hours of Work (Textiles) Convention, 1937 (No. 61).
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competition of the banking sector. HRM plays a vital role in importing the overall

efficiency of the organization through the development of individual skills.

HRD managers do not only provide ideas about many reliable things in modern
world. Having many qualities — who are involved in management of work force having
much quality as well. That’s why; managers do have knowledge and skills regarding
human resource policies, HRD, and HRD climate (OCTAPACE culture or eight cultures)

also which suggest enriching the practical way of life in the banking sector of Bangladesh.

HRM does not prevent the development of managers’ old ideas. Awareness of
modern technology, technical knowledge and manager tries to get latest news. In terms
of public and specialized bank like RAKUB provided more attention which does not
have updated technology especially on rural branches and suggested to adopt the

facilities of the sophisticated technology within the shortest possible time.

HRD increases the skills of managers and creates interest to perform his/her job
perfectly. This idea leads to improve working behavior. Concerned authority of the
banks should come forward how attain the more satisfaction among the existing

employees.

An HRD manager builds an efficient executive reservation. Continuous
management development is essential for expansion of future demand it goes for further
extension of organization. HRM plays a vital role in the development of managers
through creating complexity of works and by training to increase the volume of efficient
employees. This type of total quality management (TQM) should practice by the banks

for continuous development.

Many scholars have identified human resource development as the main
objective of human resource management. In conclusion, human resource development
refers to the overall effort to develop their functional skills and abilities as well as to
provide them with mental excellence and proper environment in order to achieve the
expected work and behaviour from the manpower employed in the organization. In this

case, effective quality training is considered very important in the development of skills.
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HRD institutes to create the opportunities for ensuring the regular activities. This
ensures the flexibility on the workplace since the banks develop innovative practices.
That’s why; a complete R&D department should establish in the banking organization
structure. It can be noticed the procedural of the R & D of the Bangladesh Bank in the
country. Respective bank should follow the policies established by Bangladesh Bank so
that deficiency in the goal achievement be fulfilled. That’s why; it is required to review
continuously on HRD instruments and job feedback. It makes the managers efficient by
which organizational goals can be obtained. Knowledge and information about updated
technology and procedure enable the banks’ performance to ensure optimal use of
machinery and raw materials as well. As a result, the level of productivity increases and
reduces the cost of production. HRM and development programs should be continued in
the nationalized and private banks for achieving ultimate output with the fullest possible
way. Staff meetings of each branch of the banks should be encouraged and explore the

key problems.

Good employee/ labor management relations are more dependent on the success
of an organization. HRD creates a harmonious relation among the employees by
reducing the conflicts of the organization.” Since work dissatisfaction and absence of

action deteriorate the brilliant relationship between management and employees.

HRD reaches its target in the face of developing business complexity and intense
to competition worldwide. Therefore, to face challenges in the field of corporate
operations HRD can be applied extensively by increasing knowledge, skills,
performance (KSA) of the existing employees to sustain the bank successfully in the
competitive market. HRD Department should be well equipped with a full pledged of
brilliant and qualified HR executives.

The study has suggested confirming policy implication in case of HRD
outcomes, HRD climate, individual outcomes, performance and seniority based
promotion, proper strategic HRM as well as organizational effectiveness practices.
These empirical practices which lead to increase the level of employee motivation in the

banking sector.

" James T. Shotwell (ed.), Final Texts of the Labor Section’, The Origins of the International Labor
Organization, October 1994: 424- 449.

250



Discussion and Conclusion

Awareness of the importance of the human side of the banks should be
considered as a functional requirement of any dynamic and growth oriented initiative.
There should be adequate recognition for the work done in the management of the bank.
When an employee innovate bank should find out the ways to recognize for virtuous

performances immediately.

The researchers found that the overall glass ceiling phenomenon of public banks
was higher than that of private banks. It should be concluded that identifying the
availability of sampled banks can re-evaluate the three factors by determining
particularly important assignments, inequality in DoA and prospects for advancement
for female employees thereby increasing employee satisfaction and motivation. This is

why; female employees are relegated to the banking organization.

It has been noticed that employee promotion and transfer policy greatly affects
employee satisfaction and motivation. The bank authorities or HR professionals may
consider the benefits of the overall limitation where study leave, more occasional leave and
other leave policies. Since banking activities are now a challenging problem this is why the
HRD department or HRD’s strategic unit can develop the nature of work as well as enrich
existing employees to avoid feedback. On the other hand, the situation of challenges for
bank employees to survive in the competitive arena should be considered. The principles of

taking responsibility for work should be divided for satisfaction and inspiration.

Banks need to pay special attention to the development of manpower, methods
and technology to improve productivity. The development of productivity will be
facilitated only if the working environment, transparency and accountability in all areas

can be ensured for productive development in the banking sector.

Eventually it may be concluded that employees do not always chase after money.
In such a situation, financial incentives cannot play a role in motivating. In this
situation, various steps have to be taken to motivate the workers for job recognition,
participation in democratic management, job security, fair work environment, good
behaviour, proper training facilities, professional development etc. On the one hand, the
banks have responsibilities towards the employees and the employees must be aware of

the responsibilities and duties towards the organization.
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Nowadays, the importance of managerial efficiency and efficiency in large scale
business organizations is immense that influences organizational behavior. As a result of
efficiency and effectiveness, formal and informal communication is established between
the manager and his/her subordinates. This results in the development of a management
relationship with all concerned. Existing employees can easily perform their duties. It is
easy to coordinate each task in different departments or branches. This reduces the
waste and expenditure of resources and the employees are easily motivated. As a result,
dissatisfaction, doubts and disputes are removed and friendly relations prevail.

Presently due to the corona virus epidemic, the stress of being infected by a
deadly virus and the fear of reduced pay has increased alarmingly among all employees.
Recently many private banks have decided to retrenchment, stoppage of work, lay-off
strategies in the work as well as in Bangladesh.? It is an important and challenging issue
in present world because globalization has been creating a competitive and beneficial
organization by transforming HRD since its commencement. HRM is very much
important to adopt the situation at present world which completely depends on human
resource in globalized world. The concepts of HRD and HRM are being extremely
enlarged day by day for creating the borderless market all over the world. HRM is made
as a fundamental or basic task of an organization by knowledge and managerial
strategies. This is why; developing and under developing countries are being tried to
manage their human resources considering the essential resources. Success cannot be
achieved if there is no ideology, no group, no political theory can win greater output by
applying less than a given complex of human resources without taking proper action. In
this regard the policy maker contributing to the HRD of this sector for ensuring
individual performance so that the existing employees can obtain the goal of different

banks which could be helpful to sustain globally.

In inclusion, it can be said that people (HRs) are active because they have
motivation. Motivation motivates employee to take responsibility. As a result, the whole
organization gained momentum. The same way, bank is able to reach its goal easily.
Motivation in modern management is therefore called the lifeblood of proper

management.

® Financial Express (FE) Report, “Workforce Reduction during Covid-19: Information for
Employers, The Financial Express Report, March 30, 2020.
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10.3 Proposed ‘Strategic Management Approach to Practice Job satisfaction-
Employee Motivation’

The present study proposed a sequential ‘strategic management approach to practice Job
satisfaction-employee motivation’ after gaining the theoretical and empirical knowledge
about job satisfaction and employee motivation for the banking sector in Bangladesh.
The proposed approach comprises of six phases as depicted in the Figure 10.1:

Figure 10.1: Proposed ‘strategic management approach to practice job satisfaction-employee
motivation’

1. Job Satisfaction Level: This phase consists with measuring the existing motivation
level of the employees at a regular interval set by the authority concerned and
reports are to be prepared using the tools like cross-team, reports (ACR),
consultation, survey, observation among others as need are unlimited, satisfaction
varies time to time therefore settle new motives among employees even after

motivation been paid off recently.

2. Necessity of Motivation: In this phase, authority judges the degree of motivation

needed to satisfy employee motives aroused among employees in individual and
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group level. This phase requires an investigation of the motivating factors in a

settled scale through the tools used in the previous phase.

Planning: This phase starts with gaining knowledge about the elements of existing
HRD matrix includes the employees status, working structure, job responsibilities,
leadership style, chain of command, working environment or climate with the same
tools used before and assistance of the HRD department to prepare a updated
mapping of HRD matrix. The authority concerned considers financial asset and
capacity to implement the prom accordingly.

Organizing: In this stage, the authority confirms the dimensions, techniques, on the
process constraints and challenges to accomplish the roadmap designed in the
previous phase. The motivation issues such as intrinsic and extrinsic to be clarified
so as to confirm the mechanism to be set towards motivational program. Number of
phases, categories to be set depending on the degree of motivation needed discussed
in the phase two. Hierarchy of programs and implementing human forces

accordingly to be finalized in this phase.

Implementation Phase: Implementing the motivational program the organized
activities, tools and techniques and human forces needed to be integrated to complete
the tasks. Supervision and monitoring system to be activated during the total

implementation phase.

Motivated Behavior: At the final phase, consistency of the motivated behavior
needed to be monitored at a regular interval and process reports dully through the
hierarchy of the organization. Tools and techniques of the phase 1 and 2 to be

applied to continue the process.

At each phase, internal and external environment to be considered as they influence in all

the phases of the process to achieve motivated behavior of the employees. Influential

factors may include financial base of the organization, knowledge of employee expertise,

efficiency, capable to contribute in gaining goal, competency level, code of conduct, chain

of command as well as leadership practices. In this case, the content based theories such

as reinforcement, goal setting, expectancy as well as equity theory of motivation to be

applied. The organization needs to look for the reasonable causes for motivation so that it
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can be settled down the different tools and strategies with flexibility and eventually the

banks can introduce the motivation process in practice.

10.4 Future Research Opportunity

The differences that occur in other areas in the application of the elements of motivation
theories will be of little bit helpul in the analysis of cross country, time, material
analysis, banking sector as well as in policy making. HRD practice can lead to policy
making of any organization or rearrangement or modification of the HRD environment.
HRD issues in the banking sector will again have a positive impact on academic
enrichment.

In addition to government and non-government organizations, there are several
foreign-owned companies in Bangladesh. Apart from the local organizations, a large
part of the total employees are the officers and employees of these organizations. The
work environment, salary structure, working conditions etc. of each organization are
different. Therefore, it is typical for the employees working in such organizations to
have different levels of job satisfaction and motivation. Further research can be done on
the working environment, HRD climate, salaries — allowances, and other related issues
these organizations. Further research theories can measure the level of motivation using
a variety of issues or studies in other sectors such as private, public and miltinational
organizations. Consequently, cross-country research can be done by using other issues
of the bank on a large scale. The study focuses on quantitative analysis only. More
research can be done on qualitative analysis for further which has been suggested in the
study. In recent world, employee motivation is more signified by the different societies
of HRs. The positive response of motivation from the different corners of the world has
been ensured in this study. Although, many scholars carried out their studies on
motivation from different organizations in home and abroad but some of the study was
done based only on single issue. This study will help the researchers around the world in
conducting the relevant research on the identified motivation theories along with HRD
practices. Theoretically, this study expands motivational researd by constructing the
concept for application. An attempt was made to identify the criteria for research and
policy makers to work with employee motivation. Therefore, with a few adjustments,
the results of the study can be replicated in other agencies and industries considering the

proposed model of similar nature.
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Appendices

Annexure I: Levene’s Test for Equality of Variances (Output Table 1 to Table 5)

Output Table 1: Logistic supports (Male and Female)

Levene’s Test
for Equality of

t-test for Equality of Means

Variances
sig. | Men | | S e
. : . nterval of the
F Sig. t df . @- Difference Diff. Difference
ailed) (MD)
Lower Upper
Job related Equal .005 944 | 408 | 398 .683 .0194 .047 -.074 113
logistic support variances
equally assumed
distributed Equal 432 | 97.8 .667 .019 .044 -.070 .109
variances
not assumed
Output Table 2 : Advancement (Male and Female)
Levene’s Test for t-test for Equality of Means
Equality of Variances
5 -
sig. | Mean | s | SLTANERCE
F Sig. t df (2- Differen | Diff .
tailed) | ce (MD) Difference
Lower Upper
Barrier to Equal variances 1.513 219 | -.824 | 398 411 -.068 | .082 -.230 .094
women assumed
advancement in Equal variances -.847 | 95. .399 -.067 | .080 -.227 .092
the banking job not assumed 1
Output Table 3: Recruitment and selection (R & S) (Male and Female)
Levene’s Test for t-test for Equality of Means
Equality of
Variances
F Sig. |t df Sig. Mean SE 95% Confidence
(2- Differenc | Diff. Interval of the
tailed) | e (MD) Difference
Lower Upper
No Equal variances 2.836 | .093 | .199 398 842 .013 .067 -.118 145
discrimination | assumed
intheR&S Equal variances 225 | 105.4 .823 .013 .060 -.104 131
not assumed
Output Table 4: Delegation of authority (DoA) (Male and Female)
Levene’s Test for t-test for Equality of Means
Equality of
Variances
F Sig. t df Sig. Mean SE 95% Confidence
(2- Differen | Diff. Interval of the
ta')'ed ce (MD) Difference
Lower Upper
No Equal variances 5.23 .023 | -.969 398 | .333 -.080 .082 -.241 .082
discrimination | assumed
in the DoA Equal variances - | 106.7 | .273 -.080 .072 -.222 .064
not assumed 1.102




Appendices

Output Table 5:

Vital post (Male and Female)

Levene’s Test for

t-test for Equality of Means

Equality of
Variances
F Sig. t df Sig. Mean SE 95% Confidence
(2- Differenc | Diff. Interval of the
tailed) e (MD) Difference
Lower Upper
Problem to Equal variances 2.607 107 -1.98 398 .048 -.184 .093 -.360 -.001
assign women assumed
employee in a Equal variances -2.06 96.1 .042 -.184 .089 -.361 -.007
vital post not assumed

Annexure 1I: Levene’s Test for Equality of Variances (Output Table Section 1 to 5)

Independent Samples Test: Public and Private Bank

Levene’s Test
for Equality of

t-test for Equality of Means

Variances
e | oot
. nterval of the
F Sig. t df (2 MD Diff Difference
tailed)
Lower Upper
1. Logistic Equal variances 8.209 .004 1.99 398 .047 .088 .044 .001 174
support assumed
equally Equal variances 1.9 112.9 .064 .088 .047 -.005 .180
distributed not assumed
2. Barrier to Equal variances 27.76 .000 4.13 398 .000 .309 .077 .162 457
women assumed
advancement Equal variances 3.46 101.7 .001 .309 .089 132 487
in the bank not assumed
3. No Equal variances .698 404 747 398 .000 434 .058 .320 .549
discrimination | assumed
intheR &S Equal variances 7.52 122.6 .000 434 .058 .320 .549
not assumed
4. No Equal variances 18.12 .000 5.7 398 .000 416 .073 272 .560
discrimination | assumed
in the DoA Equal variances 4.75 101.8 .000 415 .088 .242 .589
not assumed
5. Problem to Equal variances .065 .800 8.7 398 .000 .688 .079 .532 .843
assign women | assumed
employee ina [ Equal variances 79 110.2 .000 .688 .087 .516 .859
vital post not assumed

Annexure I11: Measurement for SEM on PA

CFA: Developing Structural Equation Modeling (SEM) for Later Construction

g

—

2

n — e
N

Figure 8.8 (a) : SEM: Coefficient Path Analysis: PA Practices
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.

Figure 8.8 (a) shows the
coefficient
estimation as well as mean
values (from variable 40.1 to
40.7) of each variable. Here,
PA is regarded as a latent
factor (p=0.037) of the SEM
structure.

paths and




CFA/SEM: PA Practices

Appendices

Particulars (Measurement) | Coef. | SE | z | P>z | 95% Conf. Interval
Performance Appraisal (Latent variable)
Var40_1(PA_MBO) <-
1 | (constrained)

_cons 4.37 0.03 | 167.35 0.000 4.316 4.419
Var40_2 (Fair_rewarding) <-

0.58 0.24 2.4 0.016 0.108 1.059
_cons 4.13 0.03 | 148.42 0.000 4.078 4.187
Var40_3 (Timely_promotion) <-

2.24 0.59 3.81 0.000 1.087 3.389
_cons 2.96 0.05 64.56 0.000 2.865 3.045
Var40_4 (Promo_seniority) <-

0.62 0.28 2.21 0.027 0.070 1.163
_cons 4.06 0.04 | 117.42 0.000 3.995 4.130
Var40_5 (Promo_performnce) <-

3.35 0.72 4.65 0.000 1.941 4.765
_cons 3.81 0.04 106 0.000 3.735 3.875
Var40 6 (Eva_productivity) <-

2.23 0.76 2.92 0.004 0.732 3.723
_cons 3.84 0.04 | 108.97 0.000 3.768 3.907
Var40_7 (Punish-low output) <-

0.92 0.33 2.79 0.005 0.274 1.566
_cons 3.88 0.04 | 106.61 0.000 3.811 3.954
Var (Performance Appraisal) 0.04 0.02 0.0141 0.096
var(e.Var40_1) 0.24 0.02 0.195 0.284
var(e.Var40_2) 0.3 0.02 0.258 0.343
var(e.Var40_3) 0.65 0.08 0.518 0.826
var(e.Var40 4) 0.47 0.03 0.404 0.535
var(e.Var40_5) 0.10 0.11 0.012 0.897
var(e.Var40_6) 0.31 0.05 0.225 0.438
var(e.Var40_7) 0.50 0.04 0.431 0.579
cov(e.Var40 3,e.Var40 1) -0.07 0.03 -1.84 0.065 -0.125 0.004
cov(e.Var40 5.e.Var40 1) -0.04 0.04 -0.99 0.324 -0.117 0.039
cov(e.Var40_4,e.Vard0_2) 0.03 0.02 1.59 0.112 -0.007 0.069
cov(e.Var40 7.e.Var40 2) -0.03 0.02 -1.49 0.136 -0.073 0.010
cov(e.Var40 5.e.Var40 3) -0.16 0.08 -2.06 0.040 -0.320 -0.008
cov(e.Var40 6,e.Var40 4) -0.04 0.02 -1.59 0.113 -0.081 0.009
cov(e.Var40 7,e.Var40 5) -0.07 0.04 -1.81 0.071 -0.148 0.006

Log likelihood = -2773.2322; LR test: independent vs. saturated: chi2(21) = 280.15;Prob>chi2 = 0.0000
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Annexure 1V: Measurement for SEM on Management Practices

Structural Equation Modeling for Management Practices
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. Figure 8.10 (a) depicts the SEM

\[///

of the seven factors related to
HRM which is regarded as the

k latent factor of the construction
—_—

(from variable 40.1 to 40.7) of
each variable. Here, it is being

showing the coefficient values of

B o ! |/
\ ' / the latent factor (=0.0035).

Figure 8.10 (a): SEM/CFA: HRM Practices in banks

SEM: Management prractices in the banks

Particulars (Measurement) [ Coef. [ Std.Err. | z [ p>z | 95% Conf. Interval
Management practices (Latent factor)
Vardl_1 (SHRM) <-
1 | (constrained)

_cons 3.883 0.023 172.06 | 0.000 3.838 3.927
Var4l 2 (Fair R & S) <-

6.155 2.632 2.34| 0.019 0.996 11.314
_cons 4.0925 0.012 205.05 | 0.000 4.053 4.132
Var4dl_3 (Job_description) <-

4.322 1.683 257 ] 0.010 1.024 7.621
_cons 4.15 0.022 189.09 | 0.000 4.107 4.193
Var4l 4 (Eva_aca_qua) <-

3.284 1.543 2.13 ] 0.033 0.260 6.309
_cons 4.17 0.028 147.25 | 0.000 4114 4.226
Var4l 5 (Association) <-

1.486 0.940 158 | 0.114 -0.356 3.328
_cons 2.375 0.040 58.69 | 0.000 2.296 2.454
Vardl 6 (Equality) <-

2.299 1.058 2.17] 0.030 0.225 4.372
_cons 4.238 0.026 162.78 | 0.000 4.186 4.289
Var4dl 7 (Retention) <-

4.750 2.279 2.08 | 0.037 0.283 9.216
_cons 4.145 0.032 129.58 | 0.000 4.082 4.208
Var (Mgt_ Practices;LF) 0.003 0.003 0.001 0.017
var(e.Var4l_1) 0.200 0.014 0.174 0.230
var(e.Var4l_2) 0.028 0.028 0.004 0.197
var(e.Vardl 3) 0.128 0.016 0.100 0.162
var(e.Vardl_4) 0.283 0.024 0.240 0.335
var(e.Var4l 5) 0.647 0.046 0.562 0.745
var(e.Vardl 6) 0.253 0.019 0.219 0.292
var(e.Vardl 7) 0.331 0.037 0.266 0.412
cov(e.Vardl 3e.Vardl 1) 0.009 0.009 1.1 0.271 -0.007 0.026
cov(e.Var4l 6,e.Var4l 1) -0.004 0.011 -0.38 0.703 -0.026 0.018
cov(e.Var4l 4.e.Vardl 2) -0.027 0.019 -1.44 0.149 -0.064 0.010
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cov(e.Var4l_7.e.Vardl_2) -0.079 0.026 -3.04 | 0.002 -0.130 -0.028
cov(e.Var4l_5,e.Var4l_3) 0.063 0.017 3.8 | 0.000 0.031 0.096
cov(e.Var4dl_6.,e.Vardl_4) 0.008 0.016 047 ] 0.641 -0.024 0.039
cov(e.Var4l_7.e.Var4l_5) 0.089 0.028 3.22 | 0.001 0.035 0.144

Log likelihood = -2077.924, LR test: independent vs. saturated: chi“(21) = 341.16 Prob>chi(21) = 0.000

Annexure V: Extracted Latent Factors from Measurement Table of SEM

Latent Factor

Effective Factor

Explored Effective Factors

Demographic

Age (5=0.663)

Work experience is related

Present Designation (=0.571)

Present pay is related

First Joining Status ($=0.551)

Initial pay is closely related

Bank Types (=0.1.67)

Significantly effective

Gender (8=17.113)

Highly effective

Banking Diploma (#=-2.18)

Significantly less effective

Glass Ceiling (5=0.750)

Designation (f=1.191)

Significantly effective

Nature of Bank (5=-5.36)

Significantly effective

Satisfaction (=0.08)

Promotion & Transfer (§=2.23)

Effective and related

ICM (8=0.021)

Autonomy (#=3.74)

Most effective

Designation (f=4.74)

Most effective

Hygiene (£=0.124)

Participation (=1.68)

Highly effective

Motivational (8=0.10)

Promotion and Growth (5=2.43)

Strongly effective

Financial Benefits
(5=0.113)

Profit Sharing (#=1.579)

Highly effective

Other Monetary Benefits
(6=0.106)

Stopped Increment (5=1.162)

Most effective

Fringe Benefits

Job Security (#=3.81)

Strongly effective

Training (5=0.01)

Job Rotation (=3.8)

Retention (5=0.16)

Increase Retention (5=0.8)

Direct impact

Work environment Adequate Ventilation (f=1.1) Effective
(6=0.16)

HRD Environment Succession Plan (f=3.272) Highly effective
(6=0.014)

HRD Mechanisms

Risk and Fair Rewarding ($=3.33),Role
Analysis (5=1.47)

Most effective

HRD Climate (5=0.074)

Collaboration (5=1.03)

Effective

PA (=0.037)

Productivity Evaluation (5=2.23)

Highly effective

Management Practices
(6=0.003)

Fair Recruitment and Selection
(p=6.16)

Highly significant and effective

Employee Outcomes
(5=0.03)

Committed Performance (5=2.35)

Highly effective

Organizational Outcomes

(5=0.15)

Less Turnover Cost (8=1.16)

Effective
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10.
11.

12.
13.

14.

15.
16.

17.

18.
19.

20.

21.

22.
23.

24. What about your satisfaction level with the present salary?

Annexure VI: Questionnaire

Institute of Bangladesh Studies (IBS)

University of Rajshahi, Bangladesh
Questionnaire for data collection

Appendices

(Data will be used only for research purpose and ensured not to be disclosed or used for any other purposes)
Questionnaire for PhD research program on “Employee Motivation and Human Resource
Development in the Banking Sector of Bangladesh: Theories and Practices”

PART-A: Primary Information

Name:

Sex: 1. Male 2.Female
Age:

Marital status: 1. Married 2. Unmarried
Religion: 1. Islam 2. Hindu

Designation/ Post:

Type of the Bank: 1. Public 2. Private

Name &Location of Bank:

3. Others

Edu. Qualification: |1 Bachelor [2. Master |3.Sub:

|4. B.Diploma [5. Others |

PART-B: Motivation
How many years are you involved with this Bank? |

What is the present gross amount of your monthly salary? ---

| Months |

What was the initial salary in this Bank? | 1. Basic:

| 2. Gross: |

What are the allowances included in your present gross salary?

| 1.Basic salary | 2.House rent | 3.TA | 4. Lunch | 5. Medical | 6. Education | 7. Others |

| 2. No

| 3. On performance

| 4. Others |

| 3. Unknown

3. 9hrs

4.10hrs or more

Is there any increment on salary? | 1. Yes

If yes, when? | 1. Randomly | 2. Yearly

What is the percentage of increment?

Do you think that the present salary structure of this bank is sufficient?
| 1. Yes | 2. No

How many festival bonuses you do have generally in a year? ---

How many incentives did you get in the last year? ---

Normal working hours in a day? | 1. <8hrs 2. >8hrs

Do you feel stress in doing your job? | 1. Yes

| 2.No | 3. Somewhat stressed |

Is there any impact of Banking Diploma for promotion?

How about you’re working procedure in transactions?

| 1. Yes

| 2. No |

| 1.Fully manual | 2. Manual | 3.Partially manual | 4. Online | 5.Fully online |

| L.Strongly Dissatisfied | 2. Dissatisfied | 3.Moderately satisfied | 4. Satisfied | 5.Strongly satisfied |
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25. What is your opinion in the recruitment and selection?
| L.Strongly Dissatisfied | 2. Dissatisfied | 3.Moderately satisfied | 4. Satisfied | 5.Strongly satisfied |

26. How much do you satisfy regarding the financial benefits?
| 1.Strongly Dissatisfied | 2. Dissatisfied | 3.Moderately satisfied | 4. Satisfied | 5.Strongly satisfied |

27. How much do you satisfy in the promotion and transfer policy?
| 1.Strongly Dissatisfied | 2. Dissatisfied | 3.Moderately satisfied | 4. Satisfied | 5.Strongly satisfied |

1. What about the level of satisfaction regarding leave policy in your bank?
| 1.Strongly Dissatisfied | 2. Dissatisfied | 3.Moderately satisfied | 4. Satisfied | 5.Strongly satisfied |
29. Does the bank offer career and development paths for which you are motivated?

| 1.Strongly Dissatisfied | 2. Dissatisfied | 3.Moderately satisfied | 4. Satisfied | 5.Strongly satisfied |

30. Please tick (V) the following (any one of the boxes on right side for each particular).

1. Never 2. Sometimes (ST) 3. Often (O) 4.Very Often (VO 5.Always (AL)
SL Particulars NV |[ST|O|VO|AL
30.1 | Salary meets your basic needs (food, residence, clothing) 112 |3] 4 5
30.2 | Job security 112 |3 4 5
30.3 | There is a good relationship among employees/ colleagues 112 |3 4 5
30.4 | Manager/Party recognizes your good performance 1123 4 5
30.5 | Your opinion is considered for decision making 112 |3 4 5
30.6 | Your job is interesting, prestigious, status, power and egoistic 1 2 13| 4 5
30.7 | Promation for higher level is available in your bank 112 |3 4 5
30.8 | Reward is equitable 112 |3 4 5
30.9 | Your job gives you a chance of advancement taking 112131 4 5
challenging performance
Job Characteristics Model (JCM) Variables
31. Please tick (V) the following (any one of the boxes on right side for each particular).
1. Strongly Disagree (SD) 2. Disagree (D) 3. Neutral (N) 4. Agree (A) 5. Strongly Agree (SA)

SL Particulars SD|{D|N|A]|SA

31.1 | Skill variety for same position is shown in the bank

31.2 | Task identity due to job performance is found in the bank

31.3 | Task significances due to do the job perfectly

31.4 | Autonomy of the job responsibility is available

S
NN NN
w|w|w|w]w
IR E S
g|a|o|o|o,

31.5 | Job feedback from immediate authority is done

PART-C: Financial Benefits

32. Please tick (V) the following (any one of the boxes on right side for each particular).
1. Notatall (NA) 2. Some extent (ST) 3. Moderately extent (ME) 4. Extent (E) 5. Highly extent (HE)

SL Particulars NA | SE | ME | E | HE
32.1 | Handsome salary influences motivation 1 2 3 |4] 5
32.2 | Profit sharing can motivate the employees 1 2 3 |4 5
32.3 | Bonus has positive impact on motivation 1 2 3 14| 5
32.4 | Loan facilities give higher out 1 2 3 14| 5
32.5 | Insurance facilities create employee satisfaction 1 2 3 |4 5
32.6 | Transportation facilities increase satisfaction 1 2 3 |4 5

Negative Financial Benefits

N
N
w
N
(3]

32.7 | Salary deduction decreases satisfaction

N
N
w
N
ol

32.8 | Stopped/ Postponed increment creates dissatisfaction

32.9 | Stopped profit sharing increases dissatisfaction 1 |2 3 415
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PART-D: Fringe Benefits ( Job Security and Leave Benefits)
33. Please tick (V) the following (any one of the boxes on right side for each particular).

1. Never 2. Sometimes (ST) 3. Often (O) 4 Very Often (VO) 5.Always (AL)

SL Job Security NV | ST|O|VO| AL
33.1 GPF (General Provident Fund) 1 2 3 4 5
33.2 | CPF (Contributory Provident Fund) 1 2 3 4 5
33.3 Medical benefits 1 2 3 4 5
33.4 | Accidental death benefits 1 2 3 4 5
33.5 Child allowances 1 2 3 4 5
33.6 Family benefits after retirement 1 2 3 4 5

Leave Benefits
33.7 Maternity leave 1 2 3 4 5
33.8 Paternity leave 1 2 3 4 5
33.9 Medical leave 1 2 3 4 5
33.10 | Study leave for higher education and development 1 2 3 4 5
33.11 | Recreation leave with allowances 1 2 3 4 5
33.12 | Mandatory leave (yearly) 1 2 3 4 5
33.13 | Sabbatical leave (periodic leave) 1 2 3 4 5
33.14 | Occasional leave : national, international, religious, sudden 1 2 3 4 5

PART-E: Working Environment/Ergonomics/Physical Variables/ QWL

34. Please tick (V) the following (any one of the boxes on right side for each particular).
1. Not at all true (NT) 2. A little true (LT) 3. Somewhat true (ST) 4. True (T) 5. Very much true (VT)

SL Particulars NT [LT|ST| T | VT
34.1 | Workplace is congenial to health 1 2 3| 4 5
34.2 | Adequate space for movement, lighting and ventilation 1 2 | 3|4 5
34.3 | Official equipment is updated/ sophisticated 1 21 3| 4 5
34.4 | Exist fire extinguisher is available in the bank branch 1 2 1314|656
34.5 | Child care unit 1 2 3| 4 5
34.6 | Female employees do not face sexual harassment 1 2 314 5
34.7 | Internal environment affects the employee retention 1 2 314 5
34.8 | Working environment affects the quality of working life 1 2 | 3|4 5

PART-F: Training and Employee Retention
35. Please tick (V) the following (any one of the boxes on right side for each particular).
1. Not at all true (NT) 2. A little true (LT) 3. Somewhat true (ST) 4. True (T) 5. Very much true (VT)

SL Particulars NT |LT |ST|T|VT
35.1 | Presence of well-designed training policy in the bank 1 2 3 14| 5
35.2 | Top management tries to hunt future talent and utilize their 1 9 3 al s
potentialities through giving necessary training
35.3 Newly recruited employees are given induction training 1 2 3 14| 5
35.4 | Senior managers supervise and prepare their immediate juniors
. o 1 2 3 14| 5
for taking future responsibilities
35.5 Employees training feedback is positive on performance 1 2 3 14| 5
35.6 | Job-rotation in the bank enhances employee development 1 2 3 14| 5
35.7 | Senior delegates authority and responsibility to juniors 1 2 3 14| 5
Employee Retention (Long-term Employment)
35.8 | Training increases employees’ commitment leading to low turnover 1 5 4
and continuing job
35.9 | Employee training provided by the bank increases retention 1 2 3 14| 5
35.10 | There is a sustainable training (creating action plans, HR cycle, 1 9 3 lal s
reinforce learning, regular assessment etc.)
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36. Please tick (V) the following (any one of the boxes on right side for each particular).

PART-G: HRD Environment

1. Strongly Disagree (SD) 2. Disagree (D) 3. Neutral (N) 4. Agree (A)

Appendices

5. Strongly Agree (SA)

SL Particulars SD|D|NJ|A|SA
36.1 | Top managers sense to ensure employees enjoy their work 1 (234|065
36.2 | Top management trusts that human resources are the most
112|345
valuable asset for the bank
36.3 | Managers observe HRD as their responsibility to develop
) e 112|345
subordinates within the bank
36.4 | HRP within the bank make easy employee development 1 12(3|4] 5
36.5 | Succession plan is made for developing the employees 1 (234|065
36.6 | The managers believe that employee behavior can be changed
; 1 12(3]|4]|5
and developed at any stage of their career
36.7 | The culture is supportive to any employee interested in
X g . 112(3]|4]|5
developing by acquiring new knowledge and skills.
36.8 | HRD opportunities assist to satisfy the employees 1|2 415
36.9 | Glass Ceiling: Female employees face obstacles to receive 11203]als

T&D opportunities in case of promotion/ EEO

PART-H: HRD Mechanisms or Sub-Systems or Instruments (Contributing indirectly to

37. Please tick (V) the following (any one of the boxes on right side for each particular).

increase employee productivity)

1. Strongly Disagree (SD) 2. Disagree (D) 3. Neutral (N) 4. Agree (A)

5. Strongly Agree (SA

SL Particulars SD|{D|N|A]|SA
37.1 | There is a HRD Department in the bank as an unit 1 (23 |4]|5
37.2 | There is a mechanism of performance appraisal 1 (23 |4]|5
37.3 | Review discussions, communication and feedback, counseling

. 112|345

and rewarding culture for better performance
37.4 | Manager analyses the roles of the employees. 1 (234|065
37.5 | Training facility making future talent development 1 (2|3 |4]|5
37.6 | OD Exercise and changing culture 1 12]3]4]|5
PART-I: HRD Processes & HRD Climate Variables with OCTAPACE (Eight) Culture
38. Please tick (V) the following (any one of the boxes on right side for each particular).’
1. Strongly Disagree (SD) 2. Disagree (D) 3. Neutral (N) 4. Agree (A) 5. Strongly Agree (SA)
SL Particulars SD|D|NJ|A|SA
38.1 | Role clarity and clarification of norms and standards 1 |12|3|4] 5
38.2 | Awareness of competencies required for job performance 1 123]|4] 5
38.3 | Risk taking and fair rewarding culture 1 |12|3]|4] 5
38.4 | Investment on HRD 1 213[4] 5
38.5 | History and past culture of employees made impartially 1 |12|3|4] 5
OCTAPACE/Eight Culture
38.6 | Openness personality for various curiosity 1 |12|3]|4] 5
38.7 | Confrontation (bringing employee face to face for role| 1 (2 |3 4| 5
efficiency, satisfaction, and attitude towards work)

38.8 | Trust among colleagues through better communication 1 |12|3|4] 5
38.9 | Autonomy 1 213|14] 5
38.10 | Proactive orientation is given by the bank 1 (23|45
38.11 | Authenticity and accountability in security with fact 1 |12|3]|4] 5
38.12 | Collaboration or work together with others (cooperation) 1 12|3]|4] 5
38.13 | Experimentation for new projects and things 1 |12|3|4] 5
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PART-J: HRD Outcomes Variables (Develop Employee and Organizational Effectiveness)
39. Please tick (V) the following (any one of the boxes on right side for each particular).

1. Strongly Disagree (SD) 2. Disagree (D) 3. Neutral (N) 4. Agree (A) 5. Strongly Agree (SA)
SL. Employee Outcomes SD | D|N| A | SA
39.1 More competent and work innovative employees 1 2|1 3| 4 5
39.2 Better manpower development rates 1 2|1 3] 4 5
39.3 High quality work commitment and performance 1 2|1 3] 4 5
39.4 Problem solving skills leading to employee productivity 1 2|1 3] 4 5
39.5 Better utilization of human resources 1 213 4 5
39.6 Higher job satisfaction and work motivation 1 2|1 3| 4 5

Organizational Outcomes
39.7 Generation of internal resources 1 2 | 3] 4 5
39.8 Better organizational health and safety 1 2|1 3| 4 5
39.9 Greater teamwork 1 21 3] 4 5
39.10 | Higher productivity 1 213 ]| 4 5
39.11 | Growth and diversification 1 213 ]| 4 5
39.12 | Less turnover, no loss time and cost reduction 1 2 | 3] 4 5
39.13 | Higher profits 1 2|1 3| 4 5
39.14 | Better image 1 2|1 3| 4 5

PART- K: Performance Appraisal (PA)

40. Please tick (V) the following (any one of the boxes on right side for each particular).
1. Never (NV) 2. Sometimes (ST) 3. Often (O) 4. Very often (VO) 5. Always (AL)

SL. Particulars NV |[ST| O |VO| AL

40.1 | PAreport is made based on management by objective(MBO)

40.2 | There are mechanisms to reward any good work done or any
contribution made by employees fairly

40.3 | Employees are being promoted on time

40.4 | Employees are being promoted based on seniority

40.5 | Employees are promoted based on performance

40.6 | Higher productivity is evaluated by the authority

RrlRrRrRr|R |~
NN NN DN
wWlwlw|lw|w| w |w
N I N N I S I S R SN SN
alajala|o|l o |o

40.7 | Lower output of employees giving demotion/ transfer

PART-L: Management Practices

41. Please tick (V) the following (any one of the boxes on right side for each particular).
1. Strongly Disagree (SD) 2. Disagree (D) 3. Neutral (N) 4. Agree (A) 5. Strongly Agree (SA)

SL. Particulars SD{D | N| A |SA

41.1 | Strategic Human Resource Planning (SHRP) practices

41.2 | Fair recruitment and promotion systems

41.3 | Job description and job specification

41.4 | Academic qualification and job experience are valued

41.5 | Involvement with Trade Union/ Association is allowed

41.6 | Exist equality and equity among the employees

S
N NN NN NN
I N N N EY RS
aloa|jala|a|afo

WlwWwlw(fwlw|w|w

41.7 | Employee retention policies (long-termed employment)
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PART-M: Glass Ceiling Practices
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SL. Particulars Yes=1 No=0

42.1 | Are the male and female equally treated? Yes=1 No=0

42.2 | Do you think female’s performance decreases due to family Yes=1 No=0
liabilities or burdens?

42.3 | Do you notice that there is any pay discrimination in case Yes=1 No=0
of gender?

42.4 | Job related logistic supports are equally distributed SD|D|NJ|A]|SA

42.5 | Barrier to women advancement in the banking job 1 2 13| 4 5

42.6 | No discrimination in recruitment and selection 1 2 13| 4 5

42.7 | Discrimination in delegation of authority 1 2 |1 3| 4 5

42.8 | Problem to assign women in the vital post 1 2 |1 3| 4 5

Thank you very much for your kind cooperation
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Abstract. The main aim of the present study was to extract the most effective factor of
satisfaction employees in the service of banking sector. Employees either motivated or
demotivated in the workplace depends on the association of job satisfaction factors such as
pay, fair recruitment and selection, entertaining financial benefits, promotion, leave and
career development opportunities. The study used Exploratory Factor Analysis (EFA) and
one factor Structural Equation Modeling (SEM) for data explanation. Observed that KMO
value was 0.834 and extracted ‘promotion and transfer policy’ as the loaded factor covering
51.50% (Eiganvalues 3.088) of the total variance explained. In the SEM satistaction was
supposed as the latent factor with beta coefficient value is 0.079 indicating relationship with
employee motivation. The existing employees were highly satisfied with the recruitment and
selection (highest mean value 4.015) systems of the banking organization. Researcher
observed that employees were highly satisfied with present pay, staffing, financial benefits
and career development and they were moderately satisfied with the promotion and transfer
and leave policy. Finally, researcher found a strong effective factor of the latent variable
influencing the promotion and transfer policy (B=2.229, ie, >1) as the comelation of
satisfaction and motivation of existing employees working in the bank.

Key words: Satisfaction, motivation, benefits, career and development path

Introduction and research context

According to the thought (Malik, 2011) of job satisfaction is very much intangible and
multifarious and even speaks out of various concepts to be inexpressible and mythological.
The fundamental principles essentialities of job satisfaction and motivation are closely related
to each other, and to adoptive an operative and creative workslation the two concepis should
not be separated (supported by Mowday et al., 1982; Mathteu and Zajac, 1990; Chen and
Francesco, 2003; Tziner et al.,, 2008). Job satisfaction is the degree of content of an
individual’s feelings regarding his job done. This feeling must be considered the perception
on satisfaction. It is a positive emotional state resulting from the evaluation of one’s job
experience (Robbinson & Judge, 2013). A high level of satisfaction represents positive
attitudes of a job done. Satisfaction is a function of the counterpart between the rewards
offered by working condition and employees’ priorities for those rewards. Satisfaction is an
emotional response resulting in big behavioral actions towards working environment;
whereas, motivation is a behavioral action that may return with specific emotional response
(Love & Edward, 2005). Hence, it can say differendy as job satisfaction is an approach
gathered from objects; whereas, motivation is a behavior headed for recognized objects. Job
involvement means interrelation to job satisfaction (Dietendorff, 2002} determines the degree
to which people detect psychologically with their jobs and deliberate their perceived
performance level of importance to self-worth (Blau & Boal 1987). High job satisfaction
indicates a strong correlation between an employee’s expectations of the rewards obtained
from doing a job. Employees those who are satisfied with their job could be more co-
operative and motivated. And those who are dissatisfied would be persuaded to produce lose
quality output, call for strike, absenteeism, and grievance or even switch the organization as
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among employees is probable to gather satisfaction as well (Witt & Nye, 1992). Haque
(2011} investigated the factors determining employee motivation on the commercial banks of
Bangladesh. The main focus of the study was to identify the overall motivation level of the
bank officials in Bangladesh and attempted to explore effective factors related to overall
satisfaction of bank officials.

Scope of the Study

The main concentration of the present study is satisfaction and motivation of the
employees is in the service of the banking industries of Bangladesh. The study strained to
outline the present environment regarding motivation and satisfaction in the bank. The
detected factors of motivation leading to satisfaction would be worthy to the authority
concern or HR professionals of the respective banking organization and well known how to
mitigate the low level satisfaction. The findings of the study will be applicable for the policy
makers to launch new opportunities and take strategic decisions in this regard. It will be more
supportive to improve performance, efficiency and productivity of the existing employees
and give best service to the respective banking industry. Finally, banking sector will enhance
scale of operations. It can be concluded that there will create a platform for further study and
continue at the same level of performance as well. The main purpose of the study is to
explore the motivational indicators leading to jab satisfaction in the banking sector of
Bangladesh.

Research Questions
1. How much level of satisfaction exists among employees related to motivation?
2. How does job satisfaction exists with compare to both public and private bank?
3. What is the most effective indicator influencing employee satisfaction and motivation?

Objectives of the Study
The main purpose of the study was to show the correlation between job satisfaction and
motivation of the employees in the banking sector of Bangladesh. The following specific
objectives are set:
1. to show the present status of job satisfaction among employees of the sampled banks.
2. to detect the most effective indicators of employees’ motivation leading to job
satisfaction in the banking sector of Bangladesh and suggest to mitigate dissatisfaction.

Methods

Total number of branches (Bangladesh Bank, 2018) was 359 (N) in the study enclosed
three districts: Rangpur, Dinajpur and Nilphamari, the required number of sample branches
(ng) has been selected using simple random sampling (SRS) and random number table
without replacement. It covers ny/N=96/359*%100=26.75% branches of the study area.
Selecting 4 employees from each branch the total number of participants is (96%4) = 384, In
addition, 4 (four) employees from divisional offices of SBL, IBL, ABL and RAKUB in Rangpur
of the public banks are selected so that the sampled number of branches is rounding up 400. The
ratio of branches and participants between public and private bank is 80:20 and 320:80
respectively. The primary data were collected from employees of the ten banks holding
different designation through Likert’s five scale structured questionnaire and explored the
obtained data with IBM SPSS 22.0 version and for SEM used Stata version 13. Secondary
information collected from different journals, articles, books and dailies. Primary data were
collected from the branches of the bank during March-June 2019.
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Strongly satisfied | 25 (7.81%) | 1(1.25%) | type of bank sustained.
Satisfaction on financial benefits respective banking erganizations
Dissatisfied 1 {0.31%) 1{1.25%) | Since p =0.39; H, not supported.
Moderately 87 (27.19%) 28 (35%) | Association  exists  between
Satisfied 229(71.56%) 50(62.50%) | financial benefits and bank type.
Strongly satisfied 3 (0.94%) 1(1.25%)
Satisfaction on promotion and transfer policy of the sampled banks
Strongly Dissatis, 1{0.31%) 0(0%) | Got p value 0.05. H, failed to
Dissatisfied 52 (16.25%) 3(6.25%) | reject.  Therc is  positive
Moderately 131 (40.94%) 45 (36.25%) | relationship in case of
Satisfied 132 (41.25%) 29 (36.25%) | satisfaction between promotion
Strongly satisfied 4(1.25%) 1(1.25%) | policy and type of bank.
Satisfaction on leave policy of the sampled banks
Dissatisfied 2 (0.63%) 0 (0%) Since p=0.79 H, not accepted.
Moderately 175 (54.69%) 42 (52.50/%) | There is no relationship in case
Satisfied 139 (43.44%) 37 (46.25%) of satisfaction between leave
Strongly satisiied 4(1.25%) 1(1.25%) policy and type of bank.
Motivation regarding banking career & development (C&D) paths
Dissatisfied 5 (1.56%) 0 {0%) ) s
Moderately 122 (38.13%) 36 (45%) g?;tiongl?i%ziégargr?g olt)i(zrzltil;ﬁ
Satisfied 183 (57.19%) 40 (S0%) | oo oD and bak type.
Strongly satisfied 10 (3.13%) 4 {5%)

Table 10. Status of satisfaction and motivation between public and private bank

Satisfaction Public Bank | Private Bank | Levene's Test for Equality of 2

on Means &

Mean |SD |Mean |SD |MD F Sig. | Sig. diff. | “?

Present pay 3796 | 046 3.73| 0.57 0.03] 7.86| 0.61 [ Pub>Pri| =

R&S 404 | 0.34 392 | 031 0.12] 0.09 | 0.01 | Pub>Pri %

Finan_ benefits 373 | 047 3.64| 053 0.09| 7.52| 0.12| Pub>Pri| 3

PromoTransfer 327 | 0.75 3.33| 0.61 -0.06 | 6.26 | 0.07| Pri> Pub | 5

Leave policy 345 0.53 349| 0.53 -0.04 | 0.01| 0.91] Pri>Pub| =

Carcer_developt 362 | 058 3.60| 059 0.02] 036 | 0.830| Pub>Pri %0

Overall_satis 365 052] 3.62] 052 0.03 [ 3.68| 0.41| Notsig. | 72
Infer: MD = Mean Difference; SD = Standard Deviation; 95% Conf. Interval of the

Difference; Sig. (2-tailed). Compiled by researcher.

From Table 10 the study observed that there was a slightly difference of satisfaction
and motivation level among the employees in both banks. Overall, mean value of job
satisfaction of public bank” is more than the private bank was noticed (MD is (.03 and
constant in SD (.52). Recruitment and selection (R&S) and promotion and leave policy were
statistically significant since p value <0.05.

Table 11. Exploratory Factor Analysis: Satisfaction and motivation of existing
opportunities; KMO and Bartlett's Test of Sphericity (Primary data)

Descriptive Statistics: Satisfaction and motivation Mean SD Test result
Present salary (Present_salary) 3.750 | 0,483 KMO=0.834
Recruitment and selection (R&S) 4015 0.339 ¥2=758.033
Financial benefits (Fin_benefits) 3713 | 0.485 df.=15
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Result of Hypothesis
Therefore, there 1s a strong association betwecn employee satisfaction and motivation
in the sampled banks. The alternative hypothesis is continued since p value is <0.05.

Concluding Remarks

Tt can be concluded that employee promotion and transfer policy highly affect
employee satsisfaction and motivation. The bank authority or HR professional may consider
the overall fringe benefits whereas study leave, more occassioanl leave and other leave
policies. Since banking operations is now a challenging issue this is why HR department or
strategic unit of HRD can develop the nature of the job as well as enrichment for avoiding
affective reactions from the existing employees. On the other hand, bank employees should
consider the situation of the challenegs to sustain in the competitive arena. The adoptive
policies of the job responsibilities should be devloped for satisfaction and motivation,
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motivation. With a view to empirica analysis data were
collected from 400 bank employees. In the demographic
issues gender, age, experience, pay, type and name of the
bank, presert and prior designations etc. were considered
For inferential siztistica there were five regreasion models with
ANOVA and coefficients models developed In the study. The
dependent variables were namely work experience, presen
basic and gross salary, and initial basle and groas salary anc
04%, 77%, 68%, 48% and 35% respectively explained by othe
independent predictors. The stuidy found that work experience
was strongly affected by ege. On the other hand, present pay
{pasic and gross) was highly subjective by presen
designation and iniial baslkc and gross salares were
prejudiced by initial or first joining designation of the
employees. The study was also observed on findings that age,
present and first joining designations modify employees'
motivation in the banking sector of Bangladesh {showed in
Tahla 181

age, gender, work experience, initial safary,
yruss saiary, mokivation.

d
it
8
COTTTPUSONY CONISIAEIEU dE dssels 1) e urgcungauun
which can be effective 1through acquisition,

development, maotivation and maintenance integrated
from all units of the bank. HRD selects the right kind of
personnel for the committed posts. In addition to this,
HRD maintains talent human resources for the bank by
applying varicus motivational techniques and HRs
considered as soft assets (www.ventureline.com). Since
bank is a service industry, this is why, its sustainability
and competiive opportunities depends on how HR
Department utilize their potentialities and competencies.
The need of talent employees is well recognized in all
avenis of global financial crisis (2007-2008) that was
mosily connected with ambitious and ineffectual
investment decision by the banks {Islam et al, 2017).
Bangladesh Bank (BB) and Minisiry of Finance (MoF})
emphasized to ensure better HRM in the banking sector
nf Ranaladech thrnnah circulars (BB & McF. 2015). The

4 & Associafe Professor, Management

SIULHES BeYUN HUKEYA University, Rangplr, Bangiadesh,
e-mail: azizruO7@gmaf com

marramning pdnkng nours, saldnes dna  ncernuves,
leave and performance appraisal of female employees.

Motivation means inspiring people to work
confinuation. Motivated employees do have best quality
of performance. Employees’ motivation is affected by
various factors. The total environment of the banking
industry has become changed due to face the
competitive  sustainability. Basic pay, gross pay.
designation, prometion, scoring of banking dipioma for
promotion, experiences, location or posting, types of
bank etc. are the issues of demographic factors.
Designation and gross pay are highly correlated for
motivation.

Different emerging theories of motivation
supporl that age, experience, pay, designation eic.
affect the motivation. Work experience relates the
holding position through up gradation in  the
organtzation. Masiow’s need hierarchy theory proves the
said issues of demographic (Maslow, 1954). On the
other supportive part of the Two-Factor Model namely
Hygiene and Motivating factors. Employees can enjoy
these factors related to opportunities over a long-term
service the organization (Herzberg, 1959, 1987). The
Two Factor Theory states that human needs are ordered
in a series of levels of the hierarchy accordance to
importance which creates motivation. Alderfer’s (1969)
ERG theory chains Need-Hierarchy and Two-Factor
Theory of maotivation. Existence (E} chains the basic
need and job secwrity, relatedness {R) actually refated to
social needs and growth (G) is supportive with stalus
and highest level achievement. If a higher order need
constants or unfulfiled, an individual can degenerate o
lower order needs which cause satisty easily. Mc
Cleilend’s Three Needs Model (1961) is also supportive
to Needs Theory of Maslow whereas it can be seen that
need for affiiation {social need), need for power related
to ego/status and remaining one that is need for
achieverment connected to challenging achievement. An
empioyer does have the ability to understand the needs
50 as to meet these needs having a better chance of
involving and retaining talent employees. A survey
conducted by Watson Wyall Worldwide showed that
71% people celiberate money as the main reason to
stay as followed by promotion prospect (33%) (Endress,
2007). Abraham Harcld Maslow suggested a theory that
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