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Abstract:  

A sound HRM system can be generated through the effective 

HRM practices. Being valuable and scarce capabilities, human 

resources are considered as a source of sustainable competitive 

advantage. The success of an organization depends upon several 

factors but the most crucial factor that affects the organization 

performance is its employee. Human resources play an integral role in 

achieving an innovative and high-quality product/ service. The present 

study is an attempt to examine and analyse the impact of human 

resource management practices on job satisfaction of sector banking 

employees. In the study, an estimated regression model identified that 

HRM practices such as training, performance appraisal, teamwork, 

and compensation have a significant impact on job satisfaction. On the 

other hand, employee engagement has no significant effect on job 

satisfaction of bank employees. 

Keywords: Human Resource Management Practices, Job 

Satisfaction, Training, Performance Appraisal, Team Work, 

Employee Participation, compensation.   
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                                                                                  ممارسات إدارة الموارد البشرية وأثرها على الرضا الوظيفي للموظفين في البنوك الليبية

      َّ  الملخَّص:
نننننننن نننننيمكننإنشاءننظاناإننظينشليم ننننلايينمننإنتنندانممظمنننظدنشليمرني مننعيملني  ءننمي ني    ظ نن  ن ن نننننن نن ن ننننن ننننن نن ن ننننن ن ن نن ن ننننن ننن ننننننن ننننن نننن ن نن

نلنناإنننملين كعاذنننظنريدنقنننلميدنقيةمننن نعانننظلمران نننر رنة نننلني منننعيملني  ءنننمي نم نننلملين نن ننننن ن نننننن نن ن ننننن ننن ننن نننن نننن ننن ننننة نن نن نن ننننن نن نلنننن ن نننن لامينننارني ةاظةنننني نن ننننننننن ن ننن
نني منننةليم انعي ةمننلنااننظظني ماإمنن ن لاننمن ننل رن عيمننانع كننإني  ظمننانيثك ننمن  مينن ني ننر نينن  من نن ننن نننننننن ننن ننن ننن ن نننننن ن نن نن ن نن ن نن نن نن نن ننن ن نننننن نن نننن نننن نننننننن ننن
نن لاننمن لياني ماإمنن ن ننعنمعإ ع ننظعن يننونةلا ننبني مننعيملني  ءننمي نلعملين نظنننيلظنةنن نة  ينن نماننة ن ننننن ننن ننن ننلننن نن ننلننن ننننن ن نننننن نن ن نننن ن نننن نن ننننن نن ن ننن ن ننن ن ننننننننننن نن

ننننن/تلمنن نم ةكننمرنع ظ ينن ني اننعلرعني لميننن ني  ظ ينن ن نن نم ظع نن ن   نن نعة لايننانةنن  يمنممظ نننننن ننن نن نن ن نننننن نن ننن ن نننننن ننننن نن نننننننن ن ننننننننن ننن ن نننننن نن ننمنننظدنن نن ن
ننننشليمرني منننعيملني  ءنننمي ن لانننمني مينننظني نننعإي  ن منننعإ  ني  ينننظيني م نننمة نةننن ن ي ينننظعنةننن ن نننر ن نن ن ننننننننن ن نن نن ن ننننن نن ننننن نن ن ن ننن ننن ن ننننن ن نننن نن نننن ن نننننن نن ن ننننن ننن
نممظمنظدنشليمرني معيملني  ءنمي نم ناني ةنلميبنعة ينيين ننننننني لمين ن للنامعرجنيلاا ليمني ة ليم ن إ  نن نن نننننن نننننن ن نننننن نن نننننن ننننن ننن نننن ن  نننن نننننننن ننن نن ننن نن نننننن ننن نن ننن
نننيثليانعي  منناني امننظ  نعي ة ننعيتن ذننظنةنن  يمنك يننمن لاننمني ميننظني ننعإي  عنمننإناظ ينن ن تننم ن ن ننننن نننن ن ننن ننن ن ننننن ن نننن نن نن ننننن ننننننن ننن نن ن نننن نن ن نن ن نننن ن نننن ننننن ن

ن يس نن مءظمك ني معإ يإنة  يمنك يمن لامني ميظني عإي  ن معإ  ني  اعرعنننن ن نننننن نن ن نننن ننن ن ننننن ن نننن نن نن ننننن نننننن ننن ن ننننننن نن ننن
 

1- Introduction:  

In the current era of highly volatile business environment, 

organizations face emerging challenges in the form of acquisition and 

improvement of human resources. Being capabilities that are both 

valuable and scarce, human resources are a source of sustainable 

competitive advantage. The success of the organization depends on 

several factors but the most important factor affecting the performance 

of the organization is its employee. Human resources play an essential 

role in achieving an innovative and high quality product/service. If the 

employees of an organization are satisfied with their jobs, then the 

organization can achieve its goals very directly. The human resource 

management practices of any organization focus on the optimal use 

and effective management of its human resources in order to 

maximize production. People management is concerned with 

identifying methods and strategies to find alternatives for how to 

achieve the objectives of the organization. Khan (2010) revealed that 

in an active work atmosphere, an approach is needed to achieve better 

performance, to create and implement HRM practices. Organizations 

largely and immaterially need to invest in such practices to gain a 

competitive advantage.   
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Human resource management practices play a very important 

role in achieving the goals of the organization and maintaining 

competitive advantage. Human resource management practices refer 

to the organizational activities directed at managing the human 

resource group and ensuring that resources are used to achieve 

organizational goals (Schuler & Jackson 1987).  

HRM practices are the management of people within the 

internal environment of organizations, and include the activities, 

policies and practices involved in planning, obtaining, developing, 

using, evaluating and maintaining the appropriate numbers and skill 

mix of employees to achieve the goals of the organization 

(Appelbaum 2001). Organizations are currently competing by 

implementing unique HRM practices and due to globalization 

organizations are adopting the latest HRM practices in order to 

achieve organizational goals. HRM best practices are beneficial to 

both the employee and the employer; it plays an important role in the 

constructive growth of the enterprise. 

 

2- Literature Review:  

In order to study the relationship between human resource 

management practices and job satisfaction, researchers, academics and 

policy makers have investigated several studies in different time 

periods. Numerous research has shown that human resource 

management practices and job satisfaction are the main factors of 

employee performance. In this paper, an attempt is made to assess the 

relationship between human resource management practices and job 

satisfaction of bank employees in the private sector. There are many 

human resource management practices as discussed by many 

researchers and academics. Katou (2008) conducted a study to 

measure the impact of human resource management practices on 

organizational performance in the manufacturing sector in Greece. 

The results indicated that the relationship between HRM practices 

(resource provision and development, compensation and incentives, 

participation and job design) and organizational performance is 

mediated in part by HRM outcomes (skills, attitudes, and behavior), 

and is influenced by business strategies ( cost, and behavior, Quality 

and innovation). 
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The study concluded that human resource management 

practices linked to business strategies will affect organizational 

performance through the results of human resource management. 

Iqbal et al. (2011) conducted a study to compare human resource 

management practices in public and private universities in Libya 

among executives. The study found that there is a significant 

difference in human resource management practices in public and 

private universities. HRM practices such as job definition, training 

and development, compensation, teamwork, and employee 

engagement were better in public universities than in private 

universities. The study also found that performance appraisal practices 

were better in private universities than public sector 

universities.Zulficar et al (2011) investigated a study examining the 

relationship and nature of the relationship between human resource 

management practices (compensation, performance appraisal, and 

promotion practices) and perceived employee performance in the 

Libyan banking sector. The results of the study found that the 

employee's perceived performance and human resource management 

practices have a positive and significant relationship. Additional 

results based on the analysis indicated that performance appraisal and 

promotion practices are important but compensation practices are not 

significant. Majumder (2012) conducted a similar study on bank 

employees to gain insight into current HRM practices (recruitment 

and selection systems, compensation package, job security, career 

growth, training and development, management style, job design and 

responsibilities, reward and motivation and work environment) and 

their impact on Employee satisfaction with the private banking sector 

in Bangladesh. The study revealed that most employees are not 

satisfied with the remuneration package followed by reward, 

motivation, career growth, training and development, management 

style, job design and responsibilities. Hussain and Rahman (2013) 

studied the relationship between HRM practices implemented by the 

organization based on the employee's intent to stay and work 

effectively in the organization. The result of the studyexplored that 

human resource management practices viz: person-organization 

compatibility, job security, communication, training and development 

contribute strongly to the development of employees' intentions to 

stay with the organization. Moreover, strong positive 
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interrelationships are found between HRM practices and employee 

retention and these practices enhance the ability of employees to retain 

organizations. Lamba and Choudhury (2013) revealed that human 

resource management practices provide an advantage for employee 

commitment to an organization's goal in a global competitive 

marketplace. The study concluded that human resource management 

practices such as training and development, compensation and care 

activities have a significant impact on organizational commitment and 

are associated with superior organizational performance, which helps 

in retaining knowledgeable and skilled employees. Awang et al (2010) 

examined the effect of university lecturers' job satisfaction on their 

commitment to academic activities. In addition, I also specifically 

looked at the factors that contribute to job satisfaction, namely 

promotional opportunities, pay, work environment, workload, 

relationship with colleagues, and management style. The study found 

that promotional opportunities, workload, and relationship with 

colleagues significantly affect lecturers' job satisfaction. Importantly, 

this study also confirmed that there is a significant relationship 

between job satisfaction and commitment to work. In a study of public 

sector universities in Pakistan, Malik et al (2010) examined the effect 

of teacher satisfaction with job dimensions on perceived 

organizational commitment. The results of the study indicated that job 

satisfaction, quality of supervision, and satisfaction with wages had a 

significant positive impact on the organizational commitment of 

faculty members. The study found that teachers had a high degree of 

organizational commitment, job satisfaction, supervision, salary, co-

workers, and promotion opportunities.Padala (2010) conducted a 

study to determine the various criteria of employee job satisfaction 

and organizational commitment. The study revealed that employees 

have a positive tendency in the intensity of their commitment to their 

organization. Age, education, nature of job, length of service, and 

income have negative relationships with employee job satisfaction as 

well as organizational commitment. It was found that employees who 

have very active participation in trade unions have greater job 

satisfaction and a higher degree of organizational commitment. 

Olusegun (2013) conducted a study among university employees in 

southwestern Nigeria to examine the effect of job satisfaction on 

employee turnover intentions. The result of the study found that the 
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effect of the linear combination of job satisfaction and turnover 

intentions was significant. There were significant relationships 

between job satisfaction and turnover intention. The study also 

revealed that there was no significant difference in the intent of library 

staff turnover depending on where they worked.  

Shikha (2010) examined HRM practices among employees of 

Indian commercial banks to examine HRM practices that provide a 

source of sustainable competitive advantage. The study revealed that 

instead of spending resources on training and development, an 

organization should emphasize a long-term commitment to human 

resources. Hawke (2011) conducted a study to examine and gain a 

better understanding of the impact of HR practices on the job 

satisfaction of foreign workers in the PCSB group of companies in 

Malaysia. The results of the study found that the independent variable 

was the only compensation that had an effect on the job satisfaction of 

foreign workers. The results also revealed that workers who had only 

primary education had higher job satisfaction. Martin (2011) 

conducted an investigation into the impact of human resource 

management practices on organizational satisfaction and commitment 

and the influence of smoking cessation intent. Human resource 

management practices include hiring, hiring, compensation and 

benefits, training and development, supervision, and evaluation. The 

result of the research found a significant relationship between 

perceptions of HR practices and intent to quit, mediated by 

organizational commitment and job satisfaction. Khan et al (2012) 

conducted a study on a university teacher for three different sectors of 

Pakistan universities (public, private and semi-public) to explore the 

relationship between job satisfaction and HR practices. The study 

found that male university teachers are more satisfied with their jobs, 

but female teachers are more satisfied with human resource practices 

in universities. University professors in the public sector are more 

satisfied and find a direct relationship in length of experience and job 

satisfaction. General HR practices have a positive relationship with 

job satisfaction. Iqbal et al (2013) evaluated the relationship between 

human resource practices (impact of supervisor role, participation in 

decision-making and compensation policy) and employee job 

satisfaction among manufacturing and service sector employees in 

Pakistan. The results of the study showed that the supervisor's role has 
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a strong positive impact on job satisfaction. Participation in decision-

making that is optimistic about the success of the company has less 

positive impact on job satisfaction. 

2. A- Job satisfaction 
Is it a situation resulting from coordinating and summarizing 

the many subtle experiences you like and dislike with the job? Job 

satisfaction of an employee is the level of satisfaction by job. Job 

satisfaction is a critical indicator of how employees feel about their 

job and describes how satisfied they are with their job. The level of 

employee satisfaction is also related to the increased production of the 

organisation. Employee job satisfaction is essential to the success of 

the organization. In an organization, a higher rate of employee 

satisfaction is directly related to a lower turnover rate. Thus, 

maintaining employee satisfaction in their jobs with their careers 

should be a top priority for every organisation.Bogdanova et al (2008) 

stated that HRM practices attempt to develop and allocate human 

capital in the best possible way in order to achieve long-term goals; 

they provide them with many benefits and good environments that 

will enhance employee motivation and job satisfaction and increase 

their performance. Gürbüz (2009) noted that in order to maintain 

HRM practices and job satisfaction of employees, they have many 

important benefits for an organisation.  

2. B- Relationship between HRM practices and job satisfaction  

Research results from previous studies have been mixed, for 

example, Gürbüz (2009) examined the effect of human resource 

management on job satisfaction and data was collected from 480 

blue-collar employees of 35 large companies in Istanbul, Turkey. 

Various variables were used: empowerment, teamwork, job rotation, 

participation, and contingency compensation. The empirical result 

showed that the dominant variable of employees' job satisfaction is 

employees' participation in decision-making. Igbal et al (2013) 

investigated the impact of human resource practices on job 

satisfaction in the corporate sector in Punjab, Pakistan. They 

discovered that the supervisor's role has a strong positive effect on job 

satisfaction while compensation policy and participation in decision-

making have no significant effect on job satisfaction. Syed Weah 

(2012) also examined the impact of high-performance HRM practices 



Human Resource Management Practices Hassan S.A. Zidan 
 

Rwaq Alhkma 
Az-Zawiya University 

32 
Twelfth Issue (12), 4 

December 2022 
 

on employee job satisfaction in China. They found that empowerment, 

job rotation, employee engagement, merit-based promotion, 

performance-based pay and grievance-handling procedures were 

positively associated with employee job satisfaction.In the same line, 

Asta and Zivile (2011) examined the association of HRM with 

organizational commitment and job satisfaction. The empirical result 

indicated that skill enhancement, motivation enhancement, and 

engagement that enhance HRM practices have positive relationships 

with effective HR response, that is, job satisfaction. 

2.1- Training 

Tzafrir (2005), Training is an important component of human 

capital production. Investing in training programs can make 

employees feel indebted to the company. Training is necessary for 

employees to perform certain jobs because the job requires certain 

skills and knowledge through which it is much easier to perform the 

job because it is in the employee’s interest. Qureshi et al (2007) 

concluded that training as a human resource practice has a very 

positive impact on employee performance as there is a very positive 

relationship in the study. Danvila Del Valle et al (2009), training 

provides employees with the skills, abilities, and knowledge required 

by the job. This effect can be explained in such a way that the 

organization is interested in investing in the training of employees and 

giving them confidence and intends to rely on them in the future, they 

will put more effort and do their best in their work in an efficient 

manner. 

2.2- Performance Appraisal 

Cumming (1993) pointed out that performance appraisal is an 

approach to evaluating an employee's work performance in a 

measurable manner. The objective of this evaluation is to improve the 

efficiency of the organization by trying to mobilize the best possible 

efforts from the individuals working in it. The primary objective of 

performance appraisal is to ensure the maximum use of each 

employee's skills, knowledge and interests (Arthur, 2008). However, 

professional employees without motivating them to accomplish their 

tasks, their competence will be incomplete (Sani, 2012). Measuring 

and enhancing employee performance is a major determinant of 
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organizational success and competitive advantage (Ployhart et al., 

2006). 

2.3- Team Work  

A team is a group of people working together to achieve a 

common goal. Teams are characterized as “a group of two or more 

people who are dynamically and interdependently working adaptively 

towards a common and valuable goal/objective/task”, Salas et al. 

(1992). Tambi (1997) described team behavior as the process of 

sharing the goals they want to achieve, sharing knowledge, intent to 

implement the plan, sharing their abilities, and monitoring their 

progress toward the team goal. Thus, a team can be defined as a set of 

individual functions integrated towards a common task or goal. 

2.4- Employee Participation   

Paul and Jenkins (1997) anticipate the basic principles for 

achieving better employee participation in the organisation. Employee 

participation with the help of job boards, management support for 

employee participation in work and decision-making, trade unions, 

collective bargaining, providing equal opportunities for employees to 

present their views on development initiatives and other key issues. 

Employee engagement improves understanding of the organization's 

goal and strategies to achieve it efficiently. Meyer and Allen (1991) 

found that employee participation in work and decision-making is an 

important positive predictor of job satisfaction and organizational 

commitment. 

2.5- Compensation 

Employee compensation is another key human resource 

management practice to improve job satisfaction among an 

organization's employees. The compensation policies and incentive 

bonus system of the organization can influence the behavior of the 

employees and are treated as indicators of the organization's attitude 

and interest in the employees. Luthans (1998) explains compensation 

not only to fulfill basic requirements of employees, but also helps in 

meeting higher level needs. Once a level of needs is achieved, the next 

level of needs motivates people to achieve a higher level of needs. 

Therefore, compensation is one of the most important variables for job 

satisfaction. 
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3- Objectives of Study: 

 The main objective of the study is to examine and analyze the 

impact of HRM practices on job satisfaction of banking employees. 

1- To examine training impact on job satisfaction. 

2- To explore performance Appraisal impact on job satisfaction. 

3- To identify team work impact on job satisfaction. 

4- To analysis employee's’ Participation impact on job 

satisfaction. 

5- To create and enhance compensation impact on job satisfaction.  

Questionnaires distribution 

Questionnaire will developed to distribute among these 

selected banks to respond on the issues outlined in the questionnaire 

based on their experience on HRM. The questionnaire will distributed 

to the employees in the banks by hand after obtaining permissions 

from the banks. The employees will give approximately 1 day to 10 

days to complete the questionnaire in their banks. 

4- Research Methodology: 

The present study is an exploratory research seeks to examine 

and analyze the impact of human resource management practices on 

job satisfaction of sector banking employees. For the present study 

Bank a leading sector is taken as researcher. The sample units include 

executives, middle level employees of Bank. For the study 60 

respondents were contacted for obtaining the information regarding 

HRM practices. But due to busy time schedules of bank employee and 

their engagement in various activities the numbers of respondents 

were restricted up to 52. For obtaining the required information 

interview method is used and structured schedule is filled by the 

researcher.  

4.1- Methodology: 

Two methodologies were followed for the current study. The 

first is the Qureshi and Rami (2006) Scale of Human Resource 

Management Practices and consists of 25 statements on training, 

teamwork, performance appraisal, compensation, and employee 

engagement. The second is the Singh (2001) scale of job satisfaction 

which consists of 20 statements. The reliability and validity of these 

instruments were found to be within acceptable parameters. 
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4.2- Model Specification 

On top of analyzing the impact of human resource 

management practices on job satisfaction, multiple linear regression 

models were applied using SPSS. The regression model is depicted as: 

JSit = β0 + β1 (T) + β2 (P) + β3 (TW) + β4 (EP) + β5 (C) + eit 

In the above equation β0 is constant and βi are the regression 

coefficient of the explanatory variables, while eit is the residualerror 

of regression. 

4.3- Dependent and Independent Variables: 

The Job Satisfaction (JS) of bank employees is taken as 

dependent variable in the regression model. The independentvariables 

used in model are Training (T), Performance Appraisal (PA), Team 

work (TW), Employee Participation (EP) andCompensation (C). 

5- Hypotheses: 

For examining the impact of human resource management 

practices on Job Satisfaction the following null hypotheses have been 

framed. 

H1: Training has significant impact on job satisfaction. 

H2: Performance Appraisal has significant impact on job 

satisfaction. 

H3: Team work has significant impact on job satisfaction. 

H4: Employee's’ Participation has no significant impact on job 

satisfaction. 

H5: Compensation has significant impact on job satisfaction. 

5.1- Data analysis and interpretation:  

Table I Showing the Mean Value and Standard Deviation of HRM practices 

and Job Satisfaction. 

 
N Minimum Maximum Mean 

Std. 

Deviation 

Training 52 2.00 5.00 4.02 0.79 

Performance 52 3.00 5.00 4.00 0.52 

Teamwork 52 2.00 3.00 2.45 0.44 

Employee 

participation 
52 1.00 5.00 2.80 1.16 

Compensation 52 4.00 5.00 4.48 0.34 

Total HRM    3.55  

Job Satisfaction 52 3.00 5.00 4.34 0.50 
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The training practices provide satisfaction to all the 

respondents between “small extents” to “very great extent”. On 

anaverage the respondents are satisfied to a large extent from the 

training practices provided by the organization. The 

performanceappraisal system provides satisfaction to all the 

respondents between “moderate extents” to “very great extent”. On an 

averag ethe respondents are satisfied to a large extent from the 

performance appraisal system provided by the organization. 

Respondentsare satisfied to a small extent with the training practices 

and Employee participation practices offered by the Bank. The 

mostimportant factor compensation showed that respondents are 

satisfied “to a large extents” with the salary packages and 

otherremunerations benefits. The average value (3.55) showed that the 

employees are satisfied to large extent with the HRMpractices offered 

by the Bank. The mean value of Job satisfaction showed that the 

employees are satisfied to a large extent. 

5.2- Findings of Regression Model 

In order to determine the existence of multicolinearity 

problem, the simple correlation matrix among independent variablesis 

analyzed and presented in the table (1). Cooper and Schindler (2003) 

argued that a multicolinearity problem exists whencorrelation scores 

are 0.8 or greater. 

Table (II) Showing the Correlation between HRM and Job Satisfaction 

 JS T P TW EP C 

 Job 

Satisfaction 

Training Performance 

Appraisal 

Team 

Work 

Employee 

Participation 

Compensation 

JS 1.00      

T 0.281* 1.000     

P 0.097 -0.046 1.000    

TW 0.764* -0.096 0.311* 1.000   

EP -0.187 0.187 -0.203 -0.208 1.000  

C 0.086 -0.025  0.039 -0.125 0.366* 1.000 

*Indicates correlation significant at level 5% 

From the table 1 it can be concluded that none of the HRM 

practices variables have no high correlation or presence 

ofmulticolinearlity, which is above the standard rule of thumb 80%. 

The results from correlation analysis indicate that jobsatisfaction of 

employees is negatively correlated with employee participation and 
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other HRM practices like training,performance appraisal, team work 

and compensation are positively correlated with job satisfaction. 

5.3- Regression Analysis Results 

Table III Showing the Multiple Regressions. 
Explanatory 

Variables 

Constant T P TW EP C 

Variables  Training Performance 

Appraisal 

Team 

Work 

Employee 

Participation 

Compensation 

Bi 0.720* 

(0.341) 

0.153* 

(0.012) 

-0.182 

(0.054) 

0.890* 

(0.000) 

-0.090* 

(0.048) 

0.403* 

(0.008) 

t-values 0.965 2.641 -1.994 8.259 -2.047 2.826 

R2 0.717 Adj. R2 0.677 

F-Test 18.22 Durbin Watson 2.244 

(*) indicates significant at 5% level. 

Coefficient effect (βi) is a predictor of each variable related to 

HRM practices. The regression analysis results reveal thefollowing 

observations. 

1. The adjusted value of R2 highlights that 67.7% variability in 

the job satisfaction of employees can be explained byHRM practices 

(independent variables). 

2. The Durban Watson test value 2.244 indicates the absence 

of no serial correlation among the variables. 

3. An F-Test value is 18.22 and p-values less than 5% for the 

data variables indicates the very well fit of regressionmodel. In other 

words the null hypothesis (Ho: There is no effect of given explanatory 

variables on dependentvariables) is rejected. 

4. The regression results highlights that performance appraisal 

has no significant effect on job satisfaction at 5% level ofsignificance. 

5. The regression coefficients of the other independent 

variables of HRM practices are statistically significant at 

5%significance level and they have significant influence on job 

satisfaction of the employees of HDFC Bank. 

As shown in the above table the results of regression analysis 

can also be depicted in the regression equation form based 

onregression coefficients. 

Pit = 0.720 + 0.153T - 0.182P + 0.890TW - 0.090 EP + 0.403C 

Based on the above equation it can be inferred that 

Performance Appraisal (P) has negative and insignificant influence 

onJob Satisfaction (JS), whereas Employee Participation (EP) has 
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negative but significant influence on Job Satisfaction (JS). Theβ1 is 

15.3%, t-value is 2.641 which is less than p-value at 5% level of 

significance. Thus H01 is rejected. It means Training hassignificant 

influence on Job Satisfaction in HDFC Bank. 

The β2 coefficient shows -18.2% influence of Performance 

Appraisal (P) on Job satisfaction. But these results are notstatistically 

significant at 5% significance level. The t-value is -1.994, which is 

more than p-value at 5% level of significance. 

Thus H02 is accepted and it is inferred that the Performance 

Appraisal has no significant influence on Job satisfaction. 

In the HRM practices Team Work (TW) shows positive 

correlation with Job Satisfaction. The β3 shows 89% influence onthe 

Job Satisfaction, t-value is 82.59 and p-value is less at 5% significance 

level hence H03 is rejected. 

The regression results reveal that Employee Participation (EP) 

has negative and significant influence on Job Satisfaction. 

The β4 coefficient shows 9% influence on the Job Satisfaction, 

t-value is -2.047 and p-value is less at 5% significance level. 

Hence H04 is rejected. Thus it is observed that in case of 

HDFC Bank e Employee Participation has significant impact on the 

JobSatisfaction. 

The regression coefficient β5 which measures compensation 

has 40% nfluences on Job Satisfaction of sample employees. 

The t-value is2.826 and p-value is less at 5% significance 

level. Hence H05 is rejected. 

4- . Conclusion and Suggestion:  
The present study is an attempt to examine and analyses the 

impact of human resource management practices on jobsatisfaction of 

sector banking employees. In the present study, the estimated 

regression model identified that the HRMpractices like Training, 

Performance Appraisal, Team Work and Compensation has significant 

impact on job satisfaction. Onthe other hand Employee Participation 

has no significant impact on job satisfaction of the employees of 

HDFC banks. 

The study recommends that HDFC Bank has to build new 

policies to improve employee’s participation at middle level andsenior 

level management. Other practices like Training, Performance 
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Appraisal, Team Work and Compensation need to bemaintained in 

order to achieve high level of job satisfaction. 
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