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Abstract 

This study looks at the link between HRM activities, employee turnover, and 

the overall health of the company, as well as their effect on productivity and the 

economy in mid- to large-sized firms in Bangladesh. The research combines using 

statistics and studying companies’ actions to understand HR practices better. People are 

interviewed and polled. Information from 300 HR professionals who work in 

companies in the US was studied using Structural Analysis of formulas, and themes 

were developed on the interview data to discover more insights into the conclusions. 

The use of HRM has been shown to decrease the rate of staff leaving and improve how 
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well employees perform and their company’s profits. The theory draws on already 

existing theories, such as RBV and Human Capital Theory, as well as the AMO model, 

and each section offers recommendations for practice. 

Keywords: Human Resource Management, Employee Turnover, Organizational 

Productivity, Economic Performance, Bangladesh, Strategic HRM, SEM, Mixed 

Methods 

1: Introduction 

Today, when businesses compete rapidly all around the world, HRM is important for 

strong organizational performance (Uddin et al., 2023). Instead of only handling 

documents, human resources now also contribute to business strategies, pointing out 

that employees play a major role in the company’s improvement, happiness of 

customers and business development for the future (Ali et al., 2025). A lot of companies 

in every sector are planning their HR policies to attract excellent staff, help with 

learning, evaluate achievements and generate growth in their workforce to enhance 

their success in the market (Uddin et al., 2023). Because markets are changing and 

technology is advancing, it is now very important for HRM strategies to support the 

company’s goals (Latif et al., 2023). 

Despite people now more commonly agreeing on the importance of strategic HRM, a 

lot of organizations experience troubles in carrying out and assessing the strategy (Latif 

et al., 2024). Employees’ leaving the company or turnover still causes important losses 

in both possible skills and money. At the same time, organizations must preserve and 

increase their productivity as competition and employee goals rise. (Uddin et al., 2023). 

It is important to show that HRM supports economic performance in order to warrant 

HR investments at the top level (Raj et al., 2019). In places like Bangladesh, companies 

meet the main HR challenges of labor volatility, little HR infrastructure and laws that 

are still in development. (Deli Yuan et al., 2023). 

HRM practices are studied to understand the results on employee turnover, work 

productivity by the organization and the company’s economic performance (Rahaman, 

Taru, Kundu, Das, & Ahammad, 2023). To achieve this, the research plan uses multiple 

approaches to find out how HR policies impact employee conduct, the efficiency of 
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operations and the financial results (Rahaman et al., 2023). It investigates how much 

employee turnover is reduced thanks to HRM methods. (2) In what ways do these 

procedures boost the workplace’s productivity? and (3) How do HRM activities affect 

important economic aspects such as profit and return on investment? 

They are supported by the Resource-Based View (RBV), Human Capital Theory and 

the Ability- Motivation-Opportunity (AMO) model which agree that properly 

developed and utilized human capital helps an organization’s strategy (Latif et al., 

2017). 

The study focuses on medium and large organizations operating within Bangladesh 

across the manufacturing, service, and information technology sectors (Gupta et al., 

2024). These sectors were chosen due to their diverse HRM challenges and critical role 

in the country’s economic development (Gazi et al., 2024). The study adopts a 

triangulated methodology, combining quantitative survey data with qualitative 

interviews to ensure a comprehensive analysis (Hosain et al., 2024). This research 

bridges the gap between HRM theory and practice, particularly in developing 

economies (Masud et al., 2024). It contributes empirical evidence to the global 

discourse on human capital management and offers practical insights for HR 

practitioners, business leaders, and policymakers on leveraging HRM to enhance 

organizational outcomes (Latif et al., 2015). Ultimately, the study advocates a shift in 

how organizations perceive and implement HRM, not merely as a support function but 

as a strategic driver of turnover reduction, productivity improvement, and economic 

performance (Rahaman, 2016). 

2: Literature Review 

2.1 Human Resource Management (HRM): Strategic Perspectives 

The scope of human resource management (HRM) has expanded from 

managing employees to conducting strategic activities that improve how an 

organization performs. It is important in SHRM to match up HR practices with long-

term objectives of the business (Wright & McMahan, 2011). According to Boxall & 

Purcell (2022) HRM adds value by backing up the business’s strategy with talent 

management, workplace competency growth and culture development. The Resource-

Based View (RBV) of the firm (Barney, 1991) further strengthens this claim by 
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asserting that a firm’s human capital, when rare, valuable, inimitable, and non- 

substitutable, becomes a source of sustained competitive advantage. Therefore, 

effective HRM is not just a support activity but a strategic enabler of business success 

(Al Siam et al., 2025). 

2.2 HRM and Employee Turnover 

Employee turnover remains one of the most pressing challenges for organizations, 

often reflecting deeper systemic failures in HRM (Ali et al., 2025). High turnover 

rates disrupt continuity, increase recruitment and training costs, and damage morale 

and institutional knowledge (Allen et al., 2010). Studies have consistently shown 

that well-structured HR practices, such as performance appraisal systems, fair 

compensation, employee recognition, and opportunities for career development, are 

inversely related to employee turnover (Huselid, 1995). 

The process (Appelbaum, 2000) is often described using the AMO 

framework: people tend to remain loyal to organizations where their abilities (A) are 

improved by training, their motivation 

(M) increases because of rewards and engaging feedback and they have the chance 

(O) to be involved in what happens next. In these countries, high turnover is 

sometimes caused by foreign workers leaving, skill differences and limited career 

opportunities which means suitable HR strategies are even more necessary. (Al 

Siam et al., 2025). 

2.3 HRM and Organizational Productivity 

The efficiency of an organization in creating outputs, measured by its 

productivity, is a major performance indicator (Mollah et al., 2025). There is a lot 

of evidence that HRM affects productivity by improving employee performance, 

engagement and skills (Taj & Sandhu, 2022). In particular, team-based projects, 

distributing authority across the organization, training continually and honest 

performance reviews are tied to increased operational effectiveness (MacDuffie, 

1995). Through the Human Capital Theory (Becker, 1964) Through the Human 

Capital Theory, it is clear that developing employees’ skills, knowledge and 

abilities (KSAs) improves both their own and the company’s overall productivity. 
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In any sector, where jobs are physical or intellectual, better productivity is often 

linked to HR practices that focus on workers’ satisfaction, less absenteeism and 

more new thinking (Marwat et al., 2025; Mohsin Ali Shams, 2025; Rahaman, 2020). 

2.4 HRM and Business Economic Performance 

An organization’s performance is mostly measured by its ability to earn, increase 

income and increase market share which shows how effectively the company is 

managed (Ahmed & Latif, 2018). A large number of studies have shown that using 

progressive HR methods leads to stronger financial results. (Latif et al., 2015). Taj, 

(2023) maintain that high-performance work systems (HPWS) improve a 

company’s financial performance by boosting employees’ abilities and cutting 

down on inefficiencies. Wright et al. (2005) gave strong evidence that combining 

multiple HR practices led to better results. The financial outcomes that occur when 

firms operate in many different industries. There is little research on how HRM 

impacts the economic results in emerging economies. (Mamoon & Rahaman, 

2021). Because of limited resources, organizations in these situations typically have 

low expectations about how much return they will get from strategic HRM 

investment. (Latif et al., 2016). For this reason, studying how this relationship 

works in places like Bangladesh helps advance HRM studies (Ahmed & Latif, 

2018). 

2.5 Theoretical Foundations Underpinning HRM Outcomes 

Currently, these three frameworks are widely used to explain how HRM changes 

staff turnover, productivity and the financial performance of an organization 

(Rahaman, 2020). According to the Resource-Based View, properly cared for 

human capital can become a distinct and valuable competitive advantage for a 

company (Barney, 1991). The theory states that focusing on employee growth is 

good for the company in the long run by making them more able and adaptable 

(Becker, 1964). According to the Ability-Motivation-Opportunity (AMO) Model 

(Appelbaum, 2000) the actions of an HRM department help make staff better at 

their jobs, more willing to perform and more able to use their abilities. These models 

help us look at HRM from many different sides and see its effects on the 



 
 
 
 
 
 
 
 
 

62 
 

International Journal Of Social And Business Sciences 
VOL-3, ISSUE-1, 2025 
https://www.ijsbs.com/index.php/home/about 

organization’s outcomes. (Mamoon & Rahaman, 2021). Yet, despite their 

explanatory power, most empirical applications of these theories have been 

conducted in Western, high-income settings (W. B. Latif & Yasin, 2025). 

Consequently, there is a need to validate and refine these models in developing 

economies, where institutional settings, labor dynamics, and cultural norms differ 

significantly (Latif, 2022). 

2.6 Gaps in the Existing Literature 

While the extant literature affirms the positive impacts of HRM on turnover, 

productivity, and economic outcomes, significant gaps remain (Mollah et al., 2024). 

First, there is a scarcity of integrative studies that examine all three dimensions 

simultaneously using both quantitative and qualitative methods (Hera et al., 2024). 

Most existing research tends to isolate these outcomes or rely solely on survey data, 

which may overlook contextual nuances (Mollah et al., 2024). 

Second, empirical evidence from South Asian economies—particularly 

Bangladesh—is limited, despite the region’s growing economic relevance and unique 

labor market challenges (Ahmed et al., 2025). In addition, very few research studies 

examine differences based on industries such as manufacturing, services and 

technology which are all significant in emerging countries (Rahaman et al., 2023). 

Study addresses these gaps by using a method that combines statistics and thematic 

analysis in plenty of industries in Bangladesh (Gazi et al., 2021). Doing this making 

sure that existing theories are tested and offering suggestions for how organizations can 

improve employee holdback, workforce efficiency and triumph in environments where 

resources are limited (Prajapat et al., 2022). 

3. Research Methodology 

3.1 Research Design 

To study the effects of HRM practices on turnover, productivity and economic 

outcomes, this study combines quantitative and qualitative methods. The survey is the 

quantitative element and the qualitative part includes interviews of HR experts. It 

makes the results both accurate and detailed (Latif et al., 2021). 

3.2 Sampling Strategy and Data Collection 
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The survey was sent to 300 HR professionals working for medium and large companies 

in Bangladesh’s manufacturing, services and ICT sectors. Participants were invited 

because of their involvement in making decisions and because of the HRM 

implementation experience they have. Researchers received 247 valid replies which 

allowed them to gather information from a large group (82.3% participation rate). 

Senior HR executives were interviewed in 15 semi-structured sessions to obtain 

qualitative details (Latif et al., 2024). 

3.3 Measurement Instruments 

Existing and confirmed questionnaires were used as the basis for our 

questionnaire. Questions were used to measure how often HRM practices are used 

(Huselid, 1995) and (Wright et al., 2005). Respondents answered 5 questions related to 

turnover intention (Mobley et al., 1978). Individual performance and how productive 

they were assessed by themselves via self-reviews. Economic performance was 

measured by looking at profitability, ROI and how sales are increasing (Latif et al., 

2024). 

3.4 Data Analysis Techniques 

The program SPSS and AMOS for Structural Equation Modeling (SEM) were used to 

study how different variables relate to one another. The study tested the reliability and 

validity of the measurements using Cronbach’s alpha, Composite Reliability (CR) and 

Average Variance Extracted (AVE). Thematic content analysis was done using NVivo 

software to spot patterns and important insights in the qualitative data (Hosain et al., 

2024). 

3.5 Ethical Considerations 

The research ethics board of the main institution cleared the study for 

publication. All participants were told what they were agreeing to and could decide to 

withdraw from the study at any moment. Data was safely kept and clients were allowed 

to withdraw their funds. 

4. Research Results and Discussion 

4.1 Descriptive Statistics and Measurement Model 

The survey included the input from 247 respondents which showed a wide 

variety of sectors and job experiences. All the constructs were highly reliable, as 
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confirmed by the results of the reliability analysis: HRM practices (α = .89), employee 

turnover intention (α = .87), organizational productivity (α = .85) and economic 

performance (α = .88). According to the results of Confirmatory Factor Analysis (CFA), 

all latent variables demonstrated good convergent validity since their Composite 

Reliability (CR) values were higher than 0.7 and their Average Variance Extracted 

(AVE) values higher than 0.5. 

4.2 Structural Equation Modeling (SEM) Results 

HRM practices were shown to have a strong negative effect on employee intentions to 

leave the organization (β = -0.45, p < .001), proving that good HR strategies can lower 

the rate of employee turnover. A strong influence was found between HRM practices 

and productivity in organizations (β = 0.52, p < .001). The results indicated that how 

well an organization runs determines a large part of the connection between HRM and 

how well it does economically. 

4.3 Qualitative Insights 

On speaking to senior HR professionals, a number of consistent points in alignment 

with the data were noted. Many believed that certain HR programs such as training and 

incentives that focus on performance, contribute to a lower turnover rate and a more 

motivated team. A lot of respondents pointed out that it is difficult to adjust HR 

practices to match business strategies in situations where resources are limited and this 

demonstrates the importance of leadership involvement. 

 Table 4.1: Summary of Structural Model Results 

Path Relationship Standardized 

Estimate (β) 

p- 

valu

e 

Interpretation 

HRM Practices → Employee Turnover -0.45 <.001 Significant negative effect 

HRM Practices → 

Organizational Productivity 

0.52 < .001 Significant positive effect 

HRM Practices → Economic 

Performance 

0.48 < .001 Significant positive effect 
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Organizational Productivity → Economic 

Performance 

0.39 < .001 Positive mediation effect 

 

4. Discussion 

This study finds strong evidence that HRM has a major effect on important 

outcomes within Bangladeshi organizations (Yu et al., 2024). Findings that link less 

favorable HRM practices with higher employee turnover intention agree with what has 

been found in past literature (Huselid, 1995; Batt & Colvin, 2011) and it shows that 

when HR is comprehensive, employees are more satisfied, motivated and engaged 

which helps them stay with the company. This issue is most important in emerging 

economies, where retaining skilled labor is often a tough challenge since the job market 

is very unpredictable (Chen et al., 2022). 

In addition, the beneficial effect of HRM on organizational productivity Essay Echoes 

the main ideas of Human Capital Theory (Becker, 1964), Specifying that investing in 

developing employees, grooming their performance and adjusting work processes 

greatly improves how a company operates. The opinions expressed in the interviews 

mentioned that continued training chances and clear performance reviews boost 

workforce performance over time (Prajapat et al., 2022). Showing HRM’s role in 

boosting a company’s financial situation makes HR vital for a company’s strategy 

(Rahaman et al., 2023). These results contribute to filling a notable research gap 

concerning the empirical validation of HRM’s financial impact in developing countries  

(Wright et al., 2005). The mediating effect of productivity suggests that HRM’s 

economic benefits are partly realized through improved operational productivity 

suggests that HRM’s economic benefits are partly realized through improved 

operational outcomes, supporting integrated models of strategic HRM (Rahaman, 

2016). However, qualitative findings also caution that HRM effectiveness depends on 

organizational context, managerial commitment, and the adaptability of HR practices 

to local cultural and economic conditions (Rahaman et al., 2023). These nuances 

highlight the necessity for firms to customize HR strategies rather than adopt generic 

“best practices.” (Latif et al., 2015). 
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5. Conclusion 

This study has empirically demonstrated the strategic impact of human resource 

management practices on reducing employee turnover, enhancing organizational 

productivity, and improving economic performance within medium to large 

organizations in Bangladesh. This shows that having proper HRM practices is key for 

keeping talented employees and also improving the company’s efficiency and profits. 

This supports what Resource-Based View, Human Capital Theory and the AMO 

framework describe, placing human capital at the center of an organization’s success 

(Masud et al., 2024). Higher rates of fair compensation, career opportunities and 

inclusive workplaces in an organization are associated with less intention for 

employees to leave. This result shows that employees are less likely to plan to leave an 

organization that offers fair employment benefits, develops careers and encourages 

inclusion in the workplace (Al Rian et al., 2024; Marwat et al., 2021). This point of the 

research also shows that productivity works as a bridge between HRM and financial 

performance by implying that better efficiency leads to better financial outcomes. Such 

a holistic approach gives useful guidance to business managers for justifying HR 

spending and bringing HR plans in line with economic objectives. Further analysis 

stresses that the effectiveness of HR practices depends on how well the context is 

adapted and on the involvement of top management (Yuan et al., 2022). Even with all 

these benefits, the study also has some areas that need attention. Assumptions about 

cause and effect cannot be drawn from a cross-sectional survey and there is a chance 

self- reported surveys introduce bias. Because the research looks at specific areas, the 

results might not be useful in other places or fields. Future researchers might address 

the limitations by using longer-term studies, concrete performance analysis and 

exploring these topics in other parts of the world (Hera et al., 2024). As a result of the 

findings, organizations should start using HRM activities in their main business actions, 

giving importance to employee development, keeping them motivated and ensuring 

they are rewarded fairly. Supporting programs that aim to increase HR skills and start 

sharing best practices among businesses is a good idea for policymakers. The study 

encourages a change in perspective, making people see human resource management 

as a central factor in long- lasting success for any organization. 
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