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Abstract

This study explores the strategic influence of human resource management (HRM)
practices on employee turnover, organizational productivity, and overall economic performance
in the context of medium to large enterprises in Bangladesh. By employing a mixed-methods
approach integrating both quantitative and qualitative data, the study provides comprehensive
insights into the effectiveness of HR practices in emerging economies. Structural Equation
Modeling (SEM) was used to analyze survey data from 300 HR professionals, while thematic
content analysis of interviews offered in-depth contextual interpretation. The findings reveal that
HRM practices significantly reduce turnover, enhance productivity, and contribute positively to
financial outcomes. This study not only extends theoretical frameworks like the Resource-Based
View (RBV), Human Capital Theory, and the Ability-Motivation-Opportunity (AMO) model
into a new context but also offers actionable recommendations for business leaders and

policymakers.

Keywords: Human Resource Management, Employee Turnover, Organizational

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

1: Introduction

In today’s fast-paced and highly competitive global business environment, human
resource management (HRM) has emerged as a strategic function that plays a crucial role in
driving organizational performance (Uddin et al., ). The transformation of HRM from a
purely administrative support function to a core component of business strategy reflects the
increasing realization that employees are not just cost centers but vital contributors to innovation,
customer satisfaction, and sustainable growth (Ali et al., ). Organizations across industries
and geographies are investing heavily in HR practices such as talent acquisition, training and
development, performance management, and employee engagement to gain a competitive edge
(Uddin et al., ). As businesses navigate dynamic markets and technological disruption,

aligning HRM strategies with organizational goals has become increasingly critical (Latif et al.,

).
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Despite the growing consensus on the value of strategic HRM, many organizations
struggle with its effective implementation and measurement (Latif et al., ). Employee
turnover remains a persistent challenge, resulting in the loss of talent and substantial financial
and productivity costs. Simultaneously, maintaining and enhancing organizational productivity is
imperative amid rising competition and workforce expectations (Uddin et al., ). Establishing
a clear link between HRM practices and economic performance is essential to justify HR
investments at the strategic level (Raj et al., ). These challenges are particularly pronounced
in emerging economies like Bangladesh, where organizations contend with labor market

instability, limited HR infrastructure, and evolving regulatory frameworks (Deli Yuan et al.,

).

This study investigates the influence of HRM practices on three interrelated outcomes:
employee turnover, organizational productivity, and business economic performance (Rahaman,
Taru, Kundu, Das, & Ahammad, ). Using a multi-method research approach, the study aims
to understand how HR interventions shape employee behavior, operational efficiency, and
financial outcomes (Rahaman et al., ). Specifically, the research addresses the following
questions: (1) To what extent do HRM practices reduce employee turnover? (2) How do these
practices enhance organizational productivity? and (3) What is the impact of HRM on economic
performance indicators such as profitability and ROI? These questions are grounded in the
Resource-Based View (RBV), Human Capital Theory, and the Ability-Motivation-Opportunity
(AMO) model, which collectively posit that human capital is a strategic asset when effectively

developed and utilized (Latif et al., ).

The study focuses on medium and large organizations operating within Bangladesh
across the manufacturing, service, and information technology sectors (Gupta et al., ). These
sectors were chosen due to their diverse HRM challenges and critical role in the country’s
economic development (Gazi et al., ). The study adopts a triangulated methodology,
combining quantitative survey data with qualitative interviews to ensure a comprehensive

analysis (Hosain et al., ).
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This research bridges the gap between HRM theory and practice, particularly in developing
economies (Masud et al., ). 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., ).
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, ).
2: Literature Review
2.1 Human Resource Management (HRM): Strategic Perspectives

The evolution of human resource management (HRM) has redefined its scope from
administrative personnel management to a strategic function that directly impacts organizational
performance. Strategic HRM (SHRM) underscores the alignment between HR practices and
long-term business goals (Wright & McMahan, ). According to Boxall & Purcell ( )
HRM's ability to create value lies in its support of business strategies through talent optimization,
competency development, and the fostering of an organizational culture. The Resource-Based
View (RBV) of the firm (Barney, ) further strengthens this claim by 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., ).
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,, ). High turnover rates disrupt
continuity, increase recruitment and training costs, and damage morale and institutional
knowledge (Allen et al., ). 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, ).
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The AMO framework (Appelbaum, ) is often used to explain this dynamic: employees are
more likely to remain with organizations that provide them with the ability (A) to perform
through training, the motivation (M) through rewards and engagement, and the opportunity (O)
to participate in decision-making. In developing countries, turnover is often exacerbated by
external factors such as labor migration, skill mismatches, and limited career advancement,

further emphasizing the need for context-specific HRM solutions (Al Siam et al., ).
2.3 HRM and Organizational Productivity

Productivity is a critical performance indicator that reflects an organization’s capacity to
convert inputs into outputs efficiently (Mollah et al., ). Extensive literature supports the idea
that HRM practices have a significant influence on productivity through employee performance,
engagement, and capability development (Taj & Sandhu, ). For instance, team-based work
systems, decentralized decision-making, continuous training, and transparent performance
feedback loops have been linked to enhanced operational performance (MacDuffie, ). The
Human Capital Theory (Becker, ) provides a foundational framework here, emphasizing
that investing in employee knowledge, skills, and abilities (KSAs) translates into higher levels of
individual and organizational productivity. In labor-intensive and knowledge-driven sectors
alike, productivity gains are frequently traced back to HRM interventions that foster employee
satisfaction, reduce absenteeism, and encourage innovation (Marwat et al., ; Mohsin Ali

Shams, ; Rahaman, ).
2.4 HRM and Business Economic Performance

Economic performance, often measured in terms of profitability, return on investment (ROI),
revenue growth, and market share, is the ultimate benchmark for organizational effectiveness (S.
Ahmed & Latif, ). Numerous empirical studies have demonstrated a positive correlation
between progressive HRM systems and superior financial outcomes (Latif et al., ). Taj,
( ) argue that high-performance work systems (HPWS) drive firm-level financial
performance by enhancing employee effectiveness and reducing inefficiencies. Wright et al.

( ) provided longitudinal evidence that bundles of HR practices significantly improved
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firms’ financial performance across multiple industries. In emerging economies, however, the
link between HRM and economic outcomes is under-explored (Mamoon & Rahaman, ).
Organizations in such contexts often operate in resource-constrained environments and may
underestimate the ROI of investing in strategic HRM (Latif et al., ). Therefore, examining
this linkage in a country like Bangladesh fills a critical gap in HRM research (Ahmed & Latif,

).
2.5 Theoretical Foundations Underpinning HRM Outcomes

Three major theoretical frameworks underpin the current understanding of how HRM
influences turnover, productivity, and economic performance (Rahaman, ). The Resource-
Based View (RBV) emphasizes that human capital, if nurtured strategically, provides a source of
inimitable competitive advantage (Barney, ). The Human Capital Theory suggests that
investments in employee development yield long-term organizational gains through increased
capability and adaptability (Becker, ). The Ability-Motivation-Opportunity (AMO) Model
(Appelbaum, ) offers a behavioral explanation for how HRM practices drive performance
by enhancing employees’ skills, willingness, and opportunity to contribute effectively. Together,
these frameworks provide a multidimensional lens through which to evaluate HRM’s influence
on organizational outcomes (Mamoon & Rahaman, ). Yet, despite their explanatory power,
most empirical applications of these theories have been conducted in Western, high-income
settings (W. B. Latif & Yasin, ). 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, ).
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., ). First, there is a scarcity of
integrative studies that examine all three dimensions simultaneously using both quantitative and
qualitative methods (Hera et al., ). Most existing research tends to isolate these outcomes or

rely solely on survey data, which may overlook contextual nuances (Mollah et al., ).
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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). Third, very few studies adopt the diverse approach, one that captures variation across
industries such as manufacturing, services, and technology, all of which are prominent in
emerging markets (Rahaman et al., ). This study addresses these gaps by adopting a mixed-
methods approach, integrating statistical modeling with thematic analysis across multiple
industries in Bangladesh (Gazi et al., ). By doing so, it not only tests existing theories in a
novel setting but also offers practical insights into how HRM strategies can be tailored to
enhance employee retention, boost productivity, and drive economic performance in resource-

constrained environments (Prajapat et al., ).
3. Research Methodology
3.1 Research Design

This study adopts a mixed-methods design that integrates quantitative and qualitative
approaches to explore the impact of HRM practices on turnover, productivity, and economic
outcomes. The quantitative component involves a cross-sectional survey, while the qualitative
aspect features in-depth interviews with HR professionals. Triangulation enhances both validity

and depth of interpretation (Latif et al., ).
3.2 Sampling Strategy and Data Collection

The survey targeted 300 HR professionals from medium and large organizations in
Bangladesh’s manufacturing, services, and ICT sectors. Respondents were selected based on
their decision-making roles and HRM implementation experience. A total of 247 valid responses
were collected (82.3% response rate). Additionally, 15 semi-structured interviews with senior

HR executives provided qualitative insights (Latif et al., ).
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3.3 Measurement Instruments

Validated instruments from prior studies were used to design the structured questionnaire.
HRM practices were measured using items from (Huselid, ) and (Wright et al., ).
Turnover intention was assessed with a 5-item scale (Mobley et al., ). Productivity was
measured through self-assessed performance and efficiency metrics. Economic performance was

evaluated via subjective indicators such as profitability, ROI, and revenue growth (Latif et al.,

).
3.4 Data Analysis Techniques

Quantitative data were analyzed using SPSS and AMOS for Structural Equation Modeling
(SEM) to evaluate variable relationships. Measurement reliability and validity were assessed via
Cronbach’s alpha, Composite Reliability (CR), and Average Variance Extracted (AVE). NVivo
software was employed for thematic content analysis of qualitative data to identify patterns and

contextual insights (Hosain et al., ).
3.5 Ethical Considerations

The study received ethical clearance from the research ethics board of the lead institution.
Participants provided informed consent and were assured of confidentiality and voluntary

participation. Data were securely stored, and withdrawal rights were upheld.
4. Research Results and Discussion
4.1 Descriptive Statistics and Measurement Model

The survey data from 247 respondents revealed a diverse demographic distribution across
sectors and experience levels. Reliability analysis showed strong internal consistency for all
constructs: HRM practices (a0 = .89), employee turnover intention (o = .87), organizational
productivity (a = .85), and economic performance (o = .88). Confirmatory Factor Analysis

(CFA) confirmed the validity of the measurement model, with Composite Reliability (CR)
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values above 0.7 and Average Variance Extracted (AVE) above 0.5 for all latent variables,
indicating good convergent validity.

4.2 Structural Equation Modeling (SEM) Results

The SEM results demonstrated that HRM practices have a statistically significant
negative effect on employee turnover intention ( = -0.45, p < .001), indicating that effective HR
strategies reduce the likelihood of turnover. Additionally, HRM practices positively influenced
organizational productivity (B = 0.52, p <.001) and economic performance (f = 0.48, p <.001).
Organizational productivity was also found to mediate the relationship between HRM practices
and economic performance, suggesting that productivity improvements partly explain how HRM

contributes to financial outcomes.
4.3 Qualitative Insights

Interviews with senior HR executives revealed consistent themes supporting the quantitative
findings. Participants emphasized the importance of tailored HR interventions, such as skill
development programs and performance-based incentives, in reducing turnover and boosting
workforce motivation. Several respondents highlighted challenges related to aligning HR
practices with business strategy, especially in resource-constrained environments, underscoring

the need for strategic commitment from top management.
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Table 4.1: Summary of Structural Model Results

Path Relationship Standardized p- Interpretation
Estimate ()  value

HRM Practices — Employee Turnover -0.45 <.001  Significant negative effect
HRM Practices — Organizational 0.52 <.001 Significant positive effect
Productivity

HRM Practices — Economic Performance  0.48 <.001 Significant positive effect
Organizational Productivity — Economic 0.39 <.001 Positive mediation effect
Performance

4. Discussion

The findings from this study provide robust empirical support for the strategic role of
HRM in influencing key organizational outcomes in the Bangladeshi context (Yu et al., 2024).
The strong negative association between HRM practices and employee turnover intention aligns
with prior research (Huselid, 1995; Batt & Colvin, ) and confirms that comprehensive HR
systems enhance employee retention by improving job satisfaction, motivation, and engagement.
This outcome is particularly significant in emerging economies where labor market volatility is

high, and retaining skilled employees presents a persistent challenge (Chen et al., ).

Moreover, the positive impact of HRM on organizational productivity corroborates
Human Capital Theory (Becker, 1964), emphasizing that investments in employee training,
performance management, and work design can substantially enhance operational efficiency.
The interview data underscored the role of continuous learning opportunities and transparent

performance appraisal systems in sustaining workforce productivity (Prajapat et al., ). The
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demonstrated link between HRM practices and economic performance reinforces the strategic
importance of HR as a driver of financial success (Rahaman et al., ). These results
contribute to filling a notable research gap concerning the empirical validation of HRM’s
financial impact in developing countries (Wright et al., ). 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,

)-

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., ). These nuances highlight the necessity

for firms to customize HR strategies rather than adopt generic “best practices.” (Latif et al.,

).
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. The
findings underscore that well-designed HRM systems are crucial not only for retaining valuable
talent but also for boosting operational efficiency and achieving superior financial outcomes.
This reinforces the theoretical assertions of the Resource-Based View, Human Capital Theory,
and the AMO framework, highlighting human capital as a vital source of competitive advantage
(Masud et al., ).

The negative relationship between HRM practices and turnover intention reveals that

employees are more likely to remain committed to organizations that invest in fair compensation,

WWWw.ijsbs.com Ahmed, Saha, Tasrif, Hasan, khatun 21


http://www.ijsbs.com/

International Journal of Social and Business Sciences
Volume 2, Issue 2, 2024

career development, and inclusive workplace environments. This is particularly relevant in
emerging markets characterized by labor market instability, where retaining skilled employees
poses a significant challenge. Furthermore, the positive linkage between HRM and productivity
emphasizes the role of continuous training, effective performance management, and employee
involvement in driving operational success (Al Rian et al., ; Marwat et al., ).
Importantly, this research highlights the mediating role of productivity in the HRM-economic
performance relationship, suggesting that HR interventions contribute to financial outcomes
through improved organizational efficiency. This integrated perspective offers valuable insights
for business leaders seeking to justify HR investments and align HR strategies with broader
economic goals. The qualitative evidence additionally points to the critical importance of
contextual adaptation and top management support in ensuring the effectiveness of HR practices
(Yuan et al., ).

Despite these contributions, the study has limitations that warrant consideration. The
cross-sectional design restricts the ability to infer causality, and the reliance on self-reported
measures may introduce response bias. The focus on selected sectors within Bangladesh may
also limit the generalizability of the findings to other industries or geographic regions. Future
research could address these limitations by employing longitudinal designs, objective
performance metrics, and expanding the study to different cultural and economic contexts (Hera
et al., ).

Based on the findings, organizations are recommended to strategically integrate HRM
practices into their core business processes, emphasizing employee development, engagement,
and fair reward systems. Policymakers should also consider supporting frameworks that promote
HR capacity building and encourage best practice sharing among firms. Ultimately, this study
advocates for a paradigm shift in those viewing human resource management not as a peripheral
administrative function but as a central driver of sustainable organizational and economic

SUCCeSS.
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