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ABSTRACT 

The successful functioning of any organization is determined by the factors like men, material, money and market. 

Among all these factors, manpower assumes greater significance. Manpower is the life blood of any organization. 

Therefore, every effort should be taken on a priority basis to keep this factor for achieving the main objectives of the 

organization. The banking sector occupies a unique place in our country because, banks are basically human 

organization requiring no other input in the form of raw material to produce the output in the form of services. The 

quality of services produced by a bank is a function of or dependent upon solely the HR. Thus, the principle task before 

bank management is considered to be utilization of its HR to the optimum level for securing better results. This study 

aims at exploring the impact of HR practices on Job Satisfaction in the context of Indian public sector banks. A total of 

80 respondents were selected from four reputed Indian public sector banks from Agra city and analyzed objectively. It 

was found that HR practices (Recruitment and Selection, Training and Development, Salary allowances and other 

payments, Working conditions and other facilities and Performance Appraisal) have positive correlation with Job 

satisfaction, and these HR practices predicted job satisfaction only by 7.66%. The main predictor of job satisfaction from 

the selected HR practices was training and development and it was 4%. 
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1. INTRODUCTION 

A company is known by the people it keeps. 

                                                                   -Unknown 

With the advent of liberalization in India, the corporate world has been confronted with two major problems: 

foreign competition and rapidly changing global business environment. This situation is calls for 

organizational transformation at the corporate level. In this process of transformation, human capital of an 

organization can play a critical role as it has become one of the most valuable resources in organizations 

pfeffer, 1994. Now it has been widely accepted that human capital possibly enhances the competitive 

advantage of organization in the wave of hastened competition Reich, 1990; and Stewart. 1990. 

In the new millennium, the changing global scenario is set to unravel a major transformation which would 

have definite implications on corporate performance. The quest for improvement would, on the one hand, 

underscore the importance of physical capital accumulation for industrial development while on the other, the 

challenges of improving productivity and efficiency would reinforce the importance of human capital in 

accelerating corporate growth. In such a scenario, firms would inter alia endeavor to achieve excellence 

through optimum utilization of human capital. Human resource constitutes the most significant asset in every 

organization. Afroj (2012) founds that HRM practices are crucial for every organization for the proper 

management for all activities in an organization. Human Resource Management is very much important in 

every organization and this is more so in the case of a service organization like a bank.  In fact, banks are 

basically human organization requiring no other input in the form of raw material to produce the output in the 

form of services. Thus, humans are the sole resource in the form of input in case of bank. In other words, the 

quality of services produced by a bank is a function of or dependent upon solely the HR. thus, the principle 

task before bank management is considered to be utilization of its HR to the optimum level for securing better 

results. Resultantly banks as any other service organization are obliged to pay greater attention to the effective 

and optimum utilization of their HR. Mellacheruvu and Krishnamacharyulu (2008) founds that HRM is very 

crucial in case of public sector banks and many HRM challenges are faced by public sector banks.  
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The impact of human resource management (HRM) practices popularly known as HR practices on 

organizational performance and employee attitudes has been a leading area of research in the developed world 

for years (Delaney and Huselid, 1996; Huselid, 1995; Katou and Budhwar, 2007; Petrescu and Simmons, 

2008)).  But surprisingly, very limited numbers of studies have been conducted on HR practices in the context 

of developing countries in general (Schuler as cited in Budhwar and Debrah, 2001, Sing, 2004, Yeganeh and 

Su, 2008, Mahmood, 2004). This study has been conducted to analyze the HR practices and job satisfaction in 

the context of India. Academicians, researchers, policy-makers, practitioners, students, local and foreign 

entrepreneurs of India and other developing countries could benefit from this study by exploring the 

association between HR practices and job satisfaction. Furthermore, it would also be useful for the developed 

countries as they find developing countries (like India) as attractive places for investment due to their large 

markets, and cheap and skilled workforces. This research focuses to investigate the impact of HR practices on 

Job Satisfaction in Indian public sector banks.  

1.1 MEANING OF HUMAN RESOURCE MANAGEMENT 

Human resource management (HRM) refers to the policies and practices involved in carrying out the ‘human 

resource (HR)’ aspects of a management position including human resource planning, job analysis, 

recruitment, selection, orientation, compensation, performance appraisal, training and development, and 

labour relations (Dessler, 2007). HRM is composed of the policies, practices, and systems that influence 

employees’ behaviour, attitude, and performance (Noe, Hollenbeck, Gerhart, and Wright, 2007). 

Storey (1989) believes that HRM can be regarded as a ‘set of interrelated policies with an ideological and 

philosophical underpinning’. He suggests four aspects that constitute the meaningful version of HRM:  

1. A particular constellation of beliefs and assumptions; 

2. A strategic thrust informing decisions about people management; 

3. The central involvement of line managers; and 

4. Reliance upon a set of ‘levers’ to shape the employment relationship. 

1.2 MEANING OF JOB SATISFACTION  

Job satisfaction can simply be defined as the feelings people have about their jobs. It has been specifically 

defined as a pleasurable (or un pleasurable) emotional state resulting from the appraisal of one’s job, an 

affective reaction to one’s job, and an attitude towards one’s job. Job satisfaction takes into account feelings, 

beliefs, and behaviors. 

According to Webster’s Dictionary (1986), job satisfaction refers to how well a job provides fulfillment of a 

need or want, or how well it serves as a source or means of enjoyment.  

The most referred definition of job satisfaction was offered by Locke (1976) who defined job satisfaction as a 

pleasing or positive emotional state resulting from the evaluation of a person’s job (Haque and Taher, 2008). 

Job satisfaction is also defined as an individual’s general attitude regarding his or her job (Robbins, 1999). 

Mullins (1993) mentioned that motivation is closely related to job satisfaction. Various factors such as an 

employee’ s needs and desires, social relationships, style and quality of management, job design, 

compensation, working conditions, perceived long range opportunities, and perceived opportunities elsewhere 

are considered to be the determinants of job satisfaction (Byars and Rue, 1997; Moorhead and Griffin, 1999). 

Job satisfaction has a significant influence on employees’ organizational commitment, turnover, absenteeism, 

tardiness, accidents, and grievances (Byars and Rue, 1997; Moorhead and Griffin, 1999). According to 

Robbins (1999), a satisfied workforce can increase organizational productivity through less distraction caused 

by absenteeism or turnover, few incidences of destructive behavior, and low medical costs. 

1.3 HR PRACTICES AND JOB SATISFACTION 

HR practices and job satisfaction are studied widely in different parts of the world. It is assumed that HR 

practices are closely associated with job satisfaction (Ting, 1997). Because many scholars and practitioners 

believe that sound HR practices result in better level of job satisfaction which ultimately improves 

organizational performance (Appelbaum, Bailey, Berg and Kalleberg, 2000). Steijn (2004) found that HRM 

practices had positive effect on job satisfaction of the employees of Dutch public sector whereas individual 
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characteristics such as age, gender, and education had insignificant effect on job satisfaction. Gould-William 

(2003) showed that use of specific HR practices in local government organizations in the United Kingdom 

(UK) was associated with a greater degree of job satisfaction, workplace trust, commitment, effort, and 

perceived organizational performance. Goyal and Shrivastava (2012) founds that appropriate HR Practices of 

an organization (Pharmaceutical units) can improve the job satisfaction level of the employee and strengthen 

his Commitment towards his organization. Absar, Azim, Balasundaram and Akhter (2010) found that human 

resource planning (HRP), and training and development (TND) were found to have positive impact on job 

satisfaction (JS). They also found that TND has the greatest impact on JS. Gurbuz (2009) investigate that 

proposed practices, which were participation, empowerment, job rotation, self-directed work teams, and 

contingent compensation, were positively correlated with employee’s job satisfaction. 

 

2. OBJECTIVES:  
 To address the association between HR practices and Job Satisfaction; 

 To identify the impact of HR practices on job satisfaction level in Indian public sector bank; 

 To suggest some measures in order to enhance the HR practices in Indian public sector banks. 

 

3. HYPOTHESES: 

 There is significant association exist between HR practices and Job Satisfaction. 

 There is a significant impact of HR practices on job satisfaction in Indian Public Sector banks. 

 

4. THEORETICAL MODEL OF THE STUDY:  

 

 

 

 

 

 

 

 

 

5. REGRESSION MODEL:  

JS= ß0+ ß1X1 + ß2X2 + ß3X3 + ß4X4 + ß5X5  

Here, 

ß0, ß1, ß2,  ß3,  ß4, ß5 are regression coefficients.  

Independent Variable 

X1= Recruitment and Selection 

X2= Training and Development 

X3= Salary allowances and other payments 

X4= Working conditions and other facilities 

X5= Performance Appraisal 

Dependent Variable 

JS= Job Satisfaction 

Independent 

Variable 

HR practices  

Training and Development 

Salary, allowances and other 

payments. 

Recruitment and Selection 

Working Conditions and other 

Facilities 

Performance Appraisal 

Dependent 

Variable 

Job 

Satisfaction 
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6. METHODOLOGY: 

The study is descriptive and analytical in nature based on convenient sampling. The entire data required for 

the study were collected from primary sources as well as secondary sources. For primary data the researcher 

was used a self-constructed questionnaire in order to measure the HR Practices and Job Satisfaction in Indian 

public sector banks. The information for secondary data was collected from various sources such as Annual 

Reports, Articles, Internet, Magazines, Research Papers, Journals, and Books etc.   

 

7. SAMPLING DESIGN: 

 The sample consisted of 80 bankers ( 12 Managers & 68 Staff Members) selected from four reputed Indian 

Public sector banks form Agra city and  they are State Bank of India, Allahabad Bank, Punjab National Bank 

and Bank of India.  

The list of selected Indian public sector banks and the number of respondents selected from these banks are 

listed in Table 1. 

TABLE 1: SELECTED INDIAN PUBLIC SECTOR BANKS AND NUMBER OF RESPONDENTS 

Population Sample Respondent Total 

Managers Staff members 

17 4 

State Bank of India 

Allahabad Bank 

Punjab National Bank 

Bank of India 

 

3 

3 

3 

3 

 

17 

17 

17 

17 

 

20 

20 

20 

20 

Total  12 68 80 

 

8. STATISTICAL ANALYSIS: 

To study the relationship among HR practices and Job satisfaction product moment coefficient of correlation 

was calculated. Multiple regressions was used to study the contribution of predictor variables practices 

(Recruitment and Selection, Training and Development, Salary Allowances and other payments, Working 

conditions and other facilities, Performance Appraisal) in predicting job satisfaction. 

 

9. RESULTS: 

In order to analyze the scores on various components of HR practices and job satisfaction, the means and 

values of standard deviation were calculated and the same have been presented in (Table 2) 

TABLE 2: MEAN AND STANDARD DEVIATION VALUES OF VARIOUS HRM PRACTICES AND 

JOB SATISFACTION IN PUBLIC SECTOR BANK 

Variables Mean SD 

Recruitment and Selection 7.38 0.78 

Training and Development 7.58 1.35 

Salary, allowances and other payments 6.53 1.79 

Working conditions and other facilities 6.13 1.46 

Performance Appraisal 3.96 2.56 

Job Satisfaction 65.23 11.60 
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Intercorrelations between the HR practices and job satisfaction were computed by applying Pearson product 

moment method. The correlation table has been presented in Table 3. 

TABLE 3 CORRELATION BETWEEN VARIOUS HR PRACTICES AND JOB SATISFACTION 

 Recruitment 

and Selection 

Training  

and 

Development 

Salary, 

allowances 

and other 

payments 

Working 

Conditions 

and other 

facilities 

Performance 

appraisal 

Job 

Satisfaction 

0.149115* 0.187236* 0.119282* 0.120199* 0.006263* 

Negligible correlation* 

Correlation table indicated inter correlation between various HR practices such as Recruitment and Selection, 

Training and Development, Salary allowances and other payments, Working conditions and other facilities 

and Performance Appraisal and Job Satisfaction.  The correlations between Job Satisfaction and each HR 

practices were not significant at 0.05 level of significance. Hence hypothesis is not accepted. The correlation 

between Job Satisfaction and all HR Practices was positive but negligible. The highest correlation exists 

between Job Satisfaction and Training and Development and the lowest correlation exists between 

Performance Appraisal and Job Satisfaction. 

Further, multiple regression analysis was done to examine the impact of HR practices on job satisfaction. 

Multiple regression examine the extent to which predictor variables independently predict a criterion variable 

(Job Satisfaction). Multiple regression analysis is shown in table 4. 

 

TABLE 4. MULTIPLE REGRESSION ANALYSIS OF JOB SATISFACTION SCORES IN PUBLIC 

SECTOR BANKS 

Regression Statistics Values 

Multiple R 0.27689 

R Square 0.07666 

Adjusted R Square 0.01428 

Standard Error 11.5202 

 

Table 4 shows the multiple regression analysis of dependent variable Job Satisfaction in Public sector bank of 

India. The value of R square as shown in table 4 is 0.076 which means that 7.66% of the variance in perceived 

job satisfaction can be described by Recruitment and Selection, Training and Development, Salary allowances 

and other payments, Working conditions and other facilities and Performance Appraisal. The remaining 

92.33% was not explained which means that the rest 92.33% of the variation of Job Satisfaction is related to 

other variable which are not included in this research. 

 

TABLE 5: ANALYSIS OF VARIANCE 

Variance  Degree of 

freedom 

Sum of Squares Mean squares F Significance 

F 

Regression 5 815.49831 163.09966 1.2289 0.304200 

Residual 74 9820.9891 132.7160   

Total 79 10636.4875    
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TABLE 6: MULTIPLE REGRESSION COEFFICIENTS FOR PREDICTORS OF JOB 

SATISFACTION IN PUBLIC SECTOR BANK 

Variables B SE β t r 
Coefficient of 

Determination 

Recruitment and Selection 1.947 1.674 0.132 1.163 0.149 0.01966 

Training  and Development 1.621 0.971 0.189 1.669 0.1872 0.0353 

Salary, allowances and other 

payments 0.645 0.751 0.100 0.858 0.1192 0.0119 

Working Conditions and other 

facilities 0.618 0.907 0.078 0.682 0.1201 0.0093 

Performance appraisal 0.12 0.513 0.028 0.248 0.0062 0.00017 

Constant 30.041 15.374  1.954   

 

Table 6 clearly reveals that the individual contribution of recruitment and selection scores was found to be 

1.96% in predicting job satisfaction. Further, it can be observed from the table 6 that 3.53% variance out of 

7.66% variance in job satisfaction was to be explained due to training and development, 1.19% was due to 

salary allowances and other payments. 0.93% variance in Job Satisfaction was due to Working Conditions and 

other facilities and 0.017% was due to Performance Appraisal. The t values of all the HR practices were not 

significant at 0.05 level of significance. 

TABLE 7 HYPOTHESIS TESTING 

Hypotheses Results 

There is a significant association exist between HR practices and Job Satisfaction in Indian 

public sector banks. 

Not 

Accepted  

HR practices have significant impact on job satisfaction in Indian Public sector banks. Not 

Accepted 

 

CONCLUSION 

Conclusion of this study is that HR practices are positively affected the job satisfaction level of bank 

employees in Indian public sector banks. There is a negligible association exists between HR practices 

(Recruitment and Selection, Training and Development, Salary allowances and other payments, Working 

conditions and other facilities and Performance Appraisal) and Job Satisfaction.  The study depicts that HR 

practices (Recruitment and Selection, Training and Development, Salary allowances and other payments, 

Working conditions and other facilities and Performance Appraisal) predicting only 7.66% Job Satisfaction 

and the least 92.33% determined by the other HR practices which are not included in this research. This study 

finds that highest association exists between Training & Development. It means special attention must be 

given to enhance the Training and Development practices so that Job Satisfaction level of Indian Public Sector 

bank employees increase. 

 

POLICY IMPLICATIONS 

Although the present study was confined to identify the impact of HR practices on job satisfaction, it may be 

appropriate to state briefly the policy implications for the study. In this context, the following policy actions 

may be considered worthwhile. 

 To improve the efficiency and update the knowledge of employees, banks should provide training 

programs according to the requirements. 

 Organizations should go for thorough HR planning. 
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 The organizations may formulate a new human resource policy to improve its employee’s education. 

  Organizations should carefully conduct recruitment and selection process. 

 Organizations should introduce proper performance appraisal systems. 

 Organizations should offer at least reasonable Salary, Allowances and Other benefits to the employees. 

 Organizations should maintain healthy relations with customers based on mutual trust.  

 Organizations should develop good working condition. This facilitates employees to do their work 

effectively. 

 Organizations should induce employees to perform well. This can be achieved by providing reward, 

motivations, and other benefits etc. 

 Employees should be trained to adopt new technology and or develop their career. 

 Organizations should provide unbiased promotion. That is promotion should be provided based on the 

qualification and performance of employees. 

 Organizations should implement equal employment opportunities. That is employees should not 

discriminate against female, and minority or old worker. 

 Proper working environment should be designed. In that the organization should provide adequate 

facilities employees to do their works such as appropriate equipment, work breaks, and work sharing. 

 Welfare facilities like provision of lighting, ventilation, providing clean drinking water, toilet facilities, 

and medical benefits and so on should be provided adequately to the employees. 

Participation, involvement, compensation, incentives, communication, promotion, training and development, 

performance appraisal, work design, and selection may are the important aspects of the HRM strategy. All this 

strategy are more or less equally important, though in this study we have incorporate main five particulars of 

HR practices but every organization specially organization like banks where employee commitment and trust 

is very important,  must have with a complete package of HR practice, so that there all the particulars of HR 

practice get equal importance. 
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