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This study considers to what extent high commitment human resource 

management (HCHRM) practices influence employee engagement of 

line managers of RMG organizations in Bangladesh. The current study 

employed five-dimensional High Commitment HRM practices – 

recruitment and selection, performance appraisal, training and 

development, employee involvement and compensation with employee 

engagement of the employees. This study proposed 5 hypotheses and 

the results regarding structural equation modeling (SEM) found 5 

hypotheses supported. The study can assist management in having 

better understanding about the importance of HCHRM in strengthening 

employee engagement in organization. We recommend future 

researchers to look into the mediating influence of other responses of 

employee in the relationship linking HCHRM and employee outcomes.  
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Introduction: - 
In today’s fast changing environment, adoption of only conventional sources does not provide assurance of long-

term survival of organizations (Sánchez et al., 2015). The organizations have to provide wider attention to the 

administration of their intangible assets for rapid adaptation (Sánchez et al., 2015). Processes of globalization, fast 

deregulation, increasing rate of technological innovations and advancement (Yahmed and Dougherty 2017) have 

given rise to quick growth of HRM. Human resources are regarded as prime advantage for organizations for 

developing their businesses and improving their performance and competitiveness (Dessler, 2019). 

 

Employee engagement is thought of as a good tool for supporting each organization to strive to obtain competitive 

gain over other companies and for this cause, its significance is high. Employee engagement is therefore, in hot 

pursuit in recent literature (Lee, 2016). In the opinion of Taneja et al. (2015), organizations can obtain competitive 

advantage through effectively and efficiently increasing their strategy of employee engagement. When an employee 

is engaged and involved, he is aware of his commitment into corporate destinations and inspires his co-workers for 

accomplishment of the goals of organization. Engaged personnel go beyond the concern of commitment for 

achieving their job in eminence which thus, assists the connection in completing its goals in the industry. Engaged 

people can get hold of the responsibility of organization which in turn heads to the achievement of long-term goal 

(Christina, 2017; Rubel et al., 2018). Researchers found HRM to be an origin of competitive advantage considering 

HRM as a bundle or composite or set of practices, such as high commitment HRM (Rubel et al., 2018). As a result, 

these researchers suggested also to focus upon acceptable HRM practices for organization. 
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Earlier, recruitment, evaluation, training and retirement, which are the elements of HRM, were managed simply but 

lately they have been unified and strategically systemized for achieving corporate goals (Madera et al. 2017). This 

strategic HRM is referred as high-commitment HRM or high-performance HRM. Prior studies propose that firms 

should struggle to grow high-commitment-based HR practices for achieving sustainable competitive advantage 

(Chang et al., 2014; Engelen et al., 2018). Most of the research was found according to western or developed 

country perspective. Few researches talked about how human resource management which is strategic (SHRM), is 

related and useful in understanding the satisfaction level of the employees in the RMG organization. There has been 

paucity of researches where high commitment HRM has been linked to measure the engagement level of the 

employees in the RMG organizations. This paper focuses on the linkage between HCHRM practices with employee 

engagement regarding RMG organizations in Bangladesh. The following figure portraits the proposed research 

framework of the present study. 

 

 
Figure 1: - Proposed Research Framework. 

 

Literature Review: - 
Employee Engagement: 

The way work nature is changing and the way this is influencing organizations have challenged conventional view 

of performance of employees. Employee engagement has lately been introduced as matter advantageous for 

organizations. Ewing (2019) indicated employee engagement as the employees who get connected to values and the 

mission of the organization, feel entitled, bring discretionary effort, energy and passion towards their jobs and 

perform as advocates. Employee engagement is the most sought after among academicians and practitioners similar 

due to its monumental influence and expected result for individuals and for organizations (Saks, 2006; Lee, 2016). 

Employee engagement is considered as overarching construct composed of emotional, physical and cognitive 

energies and displayed as condition of dedicating all energies to work for making a difference (Mackay et al., 2017). 

According to the opinion of Gallup (2017), report from State of Global Workplace 2017, conducted in countries 

around 155, suggests that a meagre 15 % of workers are those who are engaged. Among employees of USA, the 

engagement is little bit higher. From 2018 Gallup poll (Harter), out of US workers, 34 % is engaged, 16.5 % are 

disengaged actively and 53 % have not engaged (Harter, 2018). Employee engagement is being said globally to be 

the degree of commitment and involvement an employee portrays for their company and its values. It is being found 

that an employee, being engaged to the organization, is aware and concerned of the responsibility he has in business 

goals and tries to motivate his co-workers along the way so that organizational goals can be achieved. This can be 

considered a great tool for helping organization achieve competitive advantage beyond others. In sum, it can be told 

employee engagement is operated matter of full selves for bringing something dissimilar to work; job resources or 

personal resources assist employees to remain engaged and serve as buffer in opposition to demands; demands for 
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jobs are generally considered as strain although may work as either an obstacle that restricts or a challenge which 

promotes desirable behaviors that depend upon capacity of employee for coping. 

 

High Commitment HRM: 

High commitment HRM (HCHRM) refers shaping behaviors and attitudes of staff by developing psychological 

connections between individual and organizational goals for increasing productivity and effectiveness (Arthur, 1994; 

Kaifeng et al., 2011). In opinion of Meyer and Allen (1997) and Juliano et al. (2019) high commitment human 

resource management practices mold behaviors and attitudes of employee (job satisfaction and commitment) by 

building up psychological connection between the goals of organization and employee. It can be told HR practices 

concerning high commitment, should publicize the thought that organizations have desire of building up a long-term 

social connection with staff (Kehoe & Wright, 2013). In opinion of Cropanzano et al. (2017), HCHR practices can 

be understood as actions (active and desirable) initiated by organization, will develop positive affect of employees 

and their active positive responses. High commitment HR could be regarded as structural factor (Rousseau, 1995; 

Alcover et al., 2017). HR practices concerning High commitment are also connected to performance (Lin et al., 

2014; Chen et al., 2017). Furthermore, Chen et al. (2017) found recently that HCHR practices had positive 

connection to performance of employees at individual level. HCHR focuses upon selective hiring, providing 

employees’ better position between their job duties and backgrounds (Shin and Konrad, 2017). High commitment 

HRM is referred to “HRM aspects and practices that involve long-term relationship of employment” (Latorre et al., 

2016: 330). According to earlier researches of high commitment HR practices, there is no confirmed agreement 

regarding the specific practices which should be incorporated in high performance work systems. Yet, the most 

widely utilized practices are recruitment and selection, promotion, training and development, job security, 

performance related pay, communication, and autonomy (Iverson, 2007; McClean, 2011; Price, 2011).  

 

Development of Hypotheses: 

Recruitment and Selection and Employee Engagement: 

Recruitment is an important function of human resources management (HRM) (John, 2019) and this function is the 

first stair of staffing strategy. And the selection process refers to choose the candidates, willing to perform the work 

effectively and efficiently (Harky, 2018). Tinti et al. (2017) referred recruitment and selection practice as a proposal 

by organization for seeking out employees, motivating them for applying and selecting them with a view to 

competencies of the person in aligned with demands and characteristics of organization. Employee engagement is 

considered by Men (2015) as employee’s positive attitude towards organization core values. Sheehan et al. (2015) 

mentioned that organization which endorses investment upon their human resource as an internal intercession, will 

influence quality of human resource within organization which later provides dominant impact upon performance. 

So, it can be indicated, if right people are recruited and selected for the right work, they would execute higher 

performance which can also mean that they will have higher engagement. Thus, based on earlier literature support it 

can be indicated that if organization focuses on the concept of right people for the right position, the outcome will be 

more engagement of employees to their job as well as to organizations. Therefore, the following hypothesis can be 

considered: 

 

Hypothesis 1: 

Recruitment and Selection is positively related with employee engagement. 

 

Performance Appraisal and Employee Engagement: 

Performance appraisal is considered one of the prime functions of human resource development (Hughes, 2018, p. 

79). It is defined as a formal system used to review and evaluate individual or group task performance (Mondy and 

Martocchio, 2016, p.188; Torrington et al., 2017). Apak et al. (2016) suggested that organizations should provide 

feedback on the outcome of performance appraisal towards employees for their contributions for increasing their 

performance as it enables them to identify their strength and anxiety that assist to overcome their flaws, develop 

skills and implement them in their task. Daniels (2016), Jung et al. (2018) mentioned that relation linking employee 

engagement and performance appraisal is substantial in success stories of organization. Studies have indicated that 

performance appraisal heightens employee engagement level significantly (Shin et al., 2018). With a view to above-

mentioned findings of research concerning relationship between performance appraisal and engaged employees, the 

following hypothesis can be formed for the present research: 

 

Hypothesis 2:  

Performance appraisal is positively related with employee engagement. 
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Training and development and Employee Engagement: 

Training and development is referred as an organized process by which employees obtain new skills and knowledge 

that update their work performance. This helps employees to develop and enhance their adaptability with updated 

work methods. In another words, the training focuses on achieving change in the behavior of these trainees. In 

opinion of Ross (2018), training has been regarded as a basic factor using which quality of performance of job is 

guaranteed. Sahar and Siddiqui (2019) assessed the influence of development, training and communication upon 

engagement of employees found in banking section of Karachi. The outcomes showed a positive influence of 

development, training and internal communication upon engagement. It was that there is prospective practical 

suggestion for employees and managers where they can expand engagement level in sector of banking using tactical 

and strategic communication procedure and also fulfilling the needs of training of employees for meeting the present 

job requirement settings. Hence, it can be mentioned high commitment HRM approach may function to improve 

engagement of employees within their organization. As a result, the following hypothesis can be taken into account 

for the present research: 

 

Hypothesis 3:  

Training and Development is positively related with employee engagement. 

 

Compensation and Employee Engagement: 

Compensation is all types of financial gains and tangible benefits and services employees get as part of their 

employment relationship (Akter and Moazzam 2016). Inayat (2018) showed that bonus and compensation structure 

must be taken into consideration so that employees perceive attached to the organization. According to Indriyani 

(2017), there is an impact linking employee engagement and compensation in startup companies of Indonesia. 

Verma (2015) mentioned in his research upon IT companies the connection of financial compensation against the 

overall degree of employee engagement. The degree of compensation provided to company employees in hotel 

sector has a notable impact on attachment of employees to the hotel (Antony, 2019). These arguments help to form 

below hypothesis: 

 

Hypothesis 4:  

Compensation is positively related with employee engagement. 

 

Employee Involvement and Employee Engagement: 

Employee involvement has become a higher need in business world of today (Kasaya and Munjuri 2018). 

Globalization and technology both have influenced organizations in involving every thoughts of their employees in 

every major and minor decision-making process. This activity assists employees for increasing their commitment 

towards the organization, increasing their moral level, starting to own things and connect themselves with the 

company and increasing the degree of their satisfaction regarding work they are doing (Kasaya and Munjuri 

2018).Pacheco and Webber (2016) mentioned that employee involvement is a dominant factor to enhance job 

satisfaction, though there are other factors and managers should pay attention also to individual and job 

characteristics for increasing job satisfaction of employees. Employees having job satisfaction, tend to have 

commitment in the organization and employees with satisfaction and commitments are very likely in approaching to 

the workplace. This portrays that the greater job satisfaction owned by employees, the more will motivating 

employees be also in the procedure of growing organizational commitment and the lesser the job satisfaction 

possessed by employees, the less will employees have motivation for providing increased organizational 

commitment (Abuhashesh et al., 2019). When employees think themselves as member of whole firm, they feel 

delightful with firm’s success and feel bad with firm’s failures. Commitment rises here as psychological closeness 

towards the firm (Kumar and Pansari 2016; Punjaisri et al., 2009). The more the commitment exists, the more will 

be the employee engagement. Hence, we can say, employee involvement can empower employee engagement. We, 

therefore, offer below hypothesis:  

 

Hypothesis 5:  

Employee Involvement is positively related with employee engagement. 

 

Methodology:  
The current study is about of cross-sectional type research that focuses on RMG organizations in the context of 

Bangladesh. In totally 365 supervisor employees were found as the final respondents of the current study from 34 

RMG organizations. The reason for choosing supervisors was that they can help the organization to enhance the 
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productivity by their own engagement as well as the engagement of their subordinates. Initially, we communicated 

to top 100 RMG organizations. In total, 34 RMG accepted for participating in this survey. We personally sent out 

the questionnaire with the assistance of HR managers of the respective RMG organizations. Therefore, the unit of 

analysis of the current research is individual supervisor. We used judgmental sampling technique. In total, 850 

questionnaires were distributed in different RMG organizations and within two months’ time, 392 surveys had been 

returned only. For having incomplete information, 27 cases of these were removed. 365 participants, having 

response rate of 42.9 percent, formed the sample for the analysis. The respondents’ demographic profile for this 

study is being portrayed in Table 1.  

 

Measurement: 

There were 17 items in total that were employed from earlier established scales and the scales included training and 

development, performance appraisal, employee involvement, compensation and recruitment and selection. In earlier 

studies, both locally and globally all that four criteria of HRM processes are accessible (Rubel et al., 2018; Seeck 

and Diehl 2017). Both training and development and recruitment and selection were adopted from scale developed 

by Yang et al. (2015). For measuring the constructs of employee participation and compensation, Allen et al. (2003) 

items were adapted and found acceptable. It was found that the constructs both had an alpha value which was higher 

comparing to 0.70. Finally, the dependent variable of this study, employee engagement, was measured using nine 

items adapted from earlier research study of Rubel and Kee (2013). Indicators which were applied to estimate 

exogenous variables and also mediators, had been measured by utilizing Likert scale of 5 points in which 1 points 

out highly disagree whereas 5 points out highly agree. Indicators for measuring endogenous variable, that is 

knowledge sharing behavior, were assessed using Likert scale of 7 points in which 1 points out highly disagree 

whereas 7 points out highly agree. 

 

Table 1: - Profile of the sample respondents. 

Demographic Variable  Percentage  Demographic Variable Percentage 

Gender    Educational Qualification  

Male 70%  Degree  28% 

Female 30%  Diploma 32% 

   Higher Secondary 25% 

Age Groups   Secondary 15% 

30-35 37.6%    

35-40 34.4%    

40-45 19%  Marital Status  

45-50 9%  Married 88% 

   Unmarried 12% 

Experience     

1-5 Years 47%  Religion  

5-10 Years 34%  Muslim 84% 

10-15 Years 10%  Non-Muslim 16% 

15-20 Years 5%    

Above 20 Years 4%    

 

Results: -  
There is a chance of possible threat concerning common method variance (CMV) for employing single respondent 

group. CMV is linked more to measurement model’s variance than to constructs that measurements are representing 

(Podsakoff et al., 2003). For countering CMV, it has been suggested by researchers to use proximal and 

methodological separation technique (Podsakoff et al., 2003) and Harman single-factor test. The proximal separation 

technique advises for utilizing separate measurement area with appropriate instructions for every construct that are 

in the questionnaire. Besides, the researchers might apply different scale format in order to measure different 

variables like Likert scale of 5-point to measure the independent variable and a 7-point Likert scale to measure the 

dependent variable for countering CMV (Rubel and Kee 2015). Moreover, Harman single factor test indicates CMV 

will be problematic in case single latent factor describes maximum of explained variance. Since single-source data 

has been used, it was expected to have CMV related problem in the present study. For this, proximal separation 

method and also Harman Single-factor analysis had been used in the present study. The current questionnaire 

contained various sections that represented separate set of measurements having related directions for every 
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variable. The respondents had to read and answer every section thoroughly. It was found while applying Harman 

single-factor test that the analysis of the un-rotated factor of study indicated that only 24.2 percent out of total 60.7 

percent variance was covered by the first factor. Hence, there was no risk of CMV in present study. 

 

Measurement model: 

At the start of data analysis, a CFA was done for ensuring reliability and validity regarding measurement scales 

utilized for the study. At the time of assessing convergent validity, authors inspected item loadings, composite 

reliability and average variance. As from Table 2, it is evident that every individual indicator loading got a score 

which was past 0.60 as suggested by Chin (2010). Also, the AVE scores and CR values of all constructs were 

reasonable as they were higher than threshold levels equivalent to 0.5 and 0.7, correspondingly (Chin 2010). Hence, 

it can be mentioned very well that the suggested measurement model of current study successfully obtained 

convergent validity. 

 

Moreover, the discriminant validity had been examined using ratio of Heterotrait–Monotrait (HTMT). This ratio 

gives more notable and current outcome than the widely applied Fornell and Larcker (1981) measures and proposed 

two distinguished minimum values that are 0.85 and 0.90 to measure HTMT ratio (Henseler et al., 2016). The study 

used 0.85 as minimum value for measuring discriminant validity. It has been found that all values of HTMT scored 

less in comparted to 0.85 (see Table 3). As a result, the measurement model showed both discriminant and 

convergent validity acceptable. 

 

Table 2: - Measurement Model. 

Constructs  Measurement Items Loading AVE CR 

Recruitment and Selection R&S1 0.861 0.758 0.904 

 R&S2 0.892   

 R&S3 0.858   

Training and Development TD1 0.75 0.650 0.881 

 TD2 0.807   

 TD3 0.855   

 TD4 0.808   

Performance Appraisal PA1 0.838 0.730 0.890 

 PA2 0.875   

 PA3 0.849   

Compensation COM1 0.877 0.79 0.919 

 COM2 0.91 
  

 COM3 0.879 
  

Employee Involvement EINV1 0.869 0.789 0.937 

 EINV2 0.906   

 EINV3 0.911   

 EINV4 0.867   

Employee engagement EE1 0.82 0.578 0.925 

 EE2 0.822  
 

 EE3 0.798  
 

 EE4 0.76  
 

 EE5 0.781  
 

 EE6 0.712  
 

 EE7 0.739  
 

 EE8 0.685  
 

 EE9 0.713  
 

 

Structural Model: 

PLS does not need any typical goodness-of-fit statistic and earlier attempts to explore supporting fit statistics have 

been found very much formidable (Henseler and Sarstedt 2013). As proxy, the quality of model is examined if it can 

foretell the endogenous constructs. This evaluation is prepared based upon the criteria which is effect size (f2) and 

coefficient of determination (R2) path coefficients (see Table 4). This research has provided R2 and f2 values to 

assess structural model quality. After examining validity and reliability of scales, the researchers prepared structural 
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model in which 5 constructs of the HCHRM practices had been viewed as exogenous variable and employee 

engagement had been considered as endogenous variable. In present research, 5 dimensional HCHRM describes 

58.5 percent variance regarding employee engagement.  

 

Table 3: - Discriminant Validity (HTMT0.85).  
Mean S. D COM EE EINV PA R&S TD 

COM 3.72 0.65 
      

EE 3.89 0.68 0.688 
     

EINV 3.91 0.71 0.742 0.69 
    

PA 3.77 0.74 0.832 0.737 0.682 
   

R&S 3.86 0.81 0.673 0.784 0.694 0.735 
  

TD 3.91 0.73 0.717 0.706 0.742 0.724 0.802 
 

Notes: SD = standard deviation, R&S = recruitment and selection, TD = Training and Development, PA = 

Performance Appraisal, COM= Compensation, EINV = Employee Involvement and EE= Employee Engagement. 

 

Direct path from HCHRM to employee engagement displayed positive and significant like the score of recruitment 

and selection to employee engagement is β = 0.121, p < 0.05, score of training and development to employee 

engagement is β = 0.121, p < 0.05, score of performance appraisal to employee engagement is β = 0.121, p < 0.05, 

score of compensation to employee engagement is β = 0.121, p < 0.05 and score of employee involvement to 

employee engagement is β = 0.121, p < 0.05. Moreover, to assess f2 the suggestions given by Kock and Lynn (2012) 

and also Kock (2015) had been utilized. In this process, all of variables shall be regressed in opposition to common 

variable and if value of VIF is ≤ 3.3, then there is no bias from single source data. The analysis produced VIF of 

lower than 3.3. Hence, single-source bias had not been serious matter with these data. 

 

Discussion: - 
The purpose of the study was to assess how HCHRM effects employee engagement, which was tested empirically 

with a view to developing country. Specifically, the influence of HCHRM practices upon employee engagement in 

management was assessed among supervisors in Bangladeshi RMG Factories. This article suggests newer approach 

for studying HRM practices from HCHRM perspective for shaping employee engagement. The study findings are 

uniform with past research. The present results supported the first hypothesis on the linkage between recruitment 

and selection and engagement of employee. This finding supports arguments made by (Kim, 2019) that how High-

commitment HRM involves creating conditions for achieving stable income through selective recruitment and thus 

effecting employee engagement positively. 

 

Table 4: - Structural Model. 

Paths Std. Beta Std. Error t-Value P Value f2 Decision 

Recruitment and Selection > Employee 

engagement 

0.332 0.043 7.76** 0 2.18 S 

Training and Development > Employee 

engagement 

0.093 0.045 2.08** 0.037 2.33 S 

Performance Appraisal > Employee 

engagement 

0.191 0.045 4.27** 0 2.31 S 

Compensation > Employee engagement 0.111 0.048 2.33** 0.02 2.48 S 

Employee Involvement > Employee 

engagement 

0.182 0.051 3.56** 0 2.24 S 

Note: *p< 0.05, **P< 0.01 (based on one-tailed test with 1000 bootstrapping) 

 

Consistent with this earlier view (Kim, 2019), the present findings indicate that High commitment recruitment and 

selection create positive impact on employee engagement and increase better productivity among employees which 

ultimately lead to better performance of the organization. Similarly, confirming H2, findings of current study 

propound the worth of performance appraisal to enhance the engagement of the employees which is consistent with 

the idea that performance appraisal implies a noteworthy positive relationship with employee engagement while 

employee engagement has negative relation with turnover intention. (Mitchell et al., 2001; Selvarasu and Sastry 

2014). Likewise, this paper also finds that with proper performance appraisal to review and evaluate the individual 
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or group performance to provide continuous feedback for further enhancement of employee performance will 

ultimately lead to employee engagement. 

 
Figure 2: - Structural Model. 

 

The study has also significant support for H3, emphasizing on training and development for having positive and 

notable effect upon employee engagement. It assumes that through training, employees get the right information and 

direction about betterment of job performance, thus they get opportunity to enhance their performance and get more 

involved and engaged in their job. Similarly, Tariq and Ahmed (2014) defined training as an on-going activity by 

the organization to employees in order to deliver information and the right guidance of direction for the 

enhancement of competencies, which increasing the job performance and which ultimately create positive relation 

with employee engagement (Rubina, 2015). Likewise, by supporting H4, the findings turned out that compensation 

has significantly positive relation with employee engagement. Compensation system of the organization should be 

planned in such manner that the employees performing same kind of work should get similar remuneration and 

promotional opportunities. Thus, compensation system plays important role for making employees fully devoted, 

engaged and efficient which is very much alike to findings by Hanif and Inayat (2017) who found that compensation 

is a basis of employee engagement and thus having a significant positive impact on it. 

 

Lastly, H5 stated that employee involvement would be positively connected to employee engagement. Those 

individuals who show high involvement regarding their jobs consider the work as important fragment of their lives 

and connected to closely how they function upon their jobs which ultimately create motivation for their 

responsibilities towards job and organization. Thus, motivated employees were more committed and involved with 

their job which is similar to findings of Swarnalatha (2017) where it was found employee involvement in decisions 

infecting job or work being an important factor, which had been strongly associated with soaring levels of 

engagement of employee. Therefore, the study asserts the need for employee job involvement to have devoted and 

engaged employees as well. In the current study, HCHRM was found to predict employee engagement positively 

that will eventually improve the performance of RMG organizations as well. Therefore, RMG organizations should 

try to identify, develop and implement HCHRM to enhance employees’ involvement and make them more engaged 

in responsibilities and ultimately in organization, which in turn should head to desirable outcomes directed to 

achieve specific individual and organizational performance. These results were consistent with the main conclusion 

of Saks and Gruman (2014) between HRM and Employee Engagement. 
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Conclusion: - 
HCHRM is important for the employees and also for the organization because it influences employee’s commitment 

towards the organization. Based on the empirical test and evidence, the influence of HCHRM on Employee 

Engagement is being outlined in this study. HCHRM practices like recruitment and selection, compensation, training 

and development, performance appraisal and employee involvement, have direct impact on Employee Engagement 

through which the degree of influence of HCHRM on employee engagement is being evaluated. The current study 

has high implications because the study looks into the vigor, absorption and the dedication of the employees, which 

are the instruments used here to find out the connectivity between HCHRM and their engagement in the 

organization. HCHRM constitutes of such HRM practices which will help the organization to find out the degree of 

engagement the employees have towards the organization. When the employees feel they have been recruited and 

selected properly, are being provided training for their betterment, are being compensated and appraised fairly, they 

display their vigor, their happiness and concentration in their work for the organization and their dedication towards 

the success of the organization. This highlights their engagement towards the organization. We believe that our 

study can make an important contribution to the management of the RMG organizations. The management would 

work with the HR experts in designing the HRM practices, specifically the HCHRM, in order to develop better 

engagement of the employees with the organization. The more the employees would be engaged towards the 

organization, the better would be the organizational success. Therefore, the organization should employ HCHRM 

practices more for better employee engagement. 

 

Limitation: 

Like other studies, there are limitations in this study also. The sampling frame represents a defined stratum of the 

RMG sector of Bangladesh. Moreover, there could be a moderating influence of the demographics of employees 

which was not considered here. From previous research, it is claimed that sometimes, the employees are not 

showing proper response even after getting proper training due to their lack of confidence. It is important to focus on 

some motivational training in order to increase the confidence of the employees which will result in providing 

proper response to the training. The data for the study had been collected from same respondent group working in 

the frontline. It would be tough to generalize findings from the study if the respondents of the sample were not 

representatives. There could also be a probability of the same respondents experiencing different working 

environment while working in separate RMG organizations, functioning in the country’s capital city. Another 

limitation could have been the occurrence of CMV at the time of applying single respondents’ group for collection 

of data. For minimizing CMV effect, in the study the proximal separation method as well as Harman single-factor 

test had been used. There was no use of any control variable that could influence the relationship of the study. Also, 

cross-sectional genre of the study could not make sure consistent findings between the variables of the study over 

long-term because of time factor. Another limitation is that impact of intervening variable or moderator has not been 

measured here and the research has been administered on an individual level. The future researchers could look into 

these limitations and conduct robust research so that these limitations are removed. 
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