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ABSTRACT

Employee engagement is considered as a vital issue to the practitioners for smooth
operations of their business concerns. Thus, the study is conducted to measure the
influence of Human Resource Management (HRM) practices as an antecedent of
employee engagement. This study collected data from 392 operational level
employees through survey method who is working at different garment factories in
Bangladesh. The collected data were analyzed through structural equation modeling
to partial least square method. The study empirically proves that employee
compensation and employee promotion opportunity have significant influence on the
employees’ engagement level. This study has both theoretical and practical
implications in the context of ready-made garment industry in Bangladesh since
employee engagement regarded as comparatively new concept in the developing
context. The practitioners and policy makers of the organization are expected to make
necessary adjustments in their existing HRM practices on the basis of the results of
this model in the context of developing economy like Bangladesh for enhancing the
employee engagement level so that their whole-hearted efforts can be ensured for the
smooth operations of business.

Keywords: compensotion, developing economy, employee engogement, humon
resource monogement proctices, promotion opportunity.
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1. Introduction

Employee engogement is regarded os on importont issue to the practitioners os well as
academicions since it hos enormous positive influences for achieving the target of the
orgonization. The concept of employee engogement was first imogined by Kohn
(1990), however, it receives consideroble acceptonce from the mid of lost decade.
Kohn (1990) considers employee engogement in performing the job duties in such a
way where employees employ their physical, cognitive ond emotional connection.
Shuck ond Wollard (2010) consider employee engogement os cognitive, emotional
ond behavioral state of employees which leads employees to achieve orgonization’s
desired outcomes. Nevertheless, Shuck, Rocco ond Albornoz (2011) find a link
between Maoslow’s (1943) motivation theory ond Kohn’s (1990) employee
engogement concept. Therefore, few sociologists concluded that Kohn’s concept was
badly dominoted by the theorists of motivation (Shuck & Wollard, 2010).

The Gallup researcher Fleming ond Asplund (2007) describe employee engogement os
aweoapon which inspires them to perform work by devoting their head, heort ond soul
thot are essentiol in gaining excellent work efforts. A couple of studies reveoal thot
employee engogement is comparatively new concept thus seeks thorough
investigation in different contexts for it generolizotion (Rono, Ardichvili &
Tkochenko, 2014; Solomon & Sridevi, 2010). Hence, in the context of developing
economy like Bonglodesh this study considers humon resource monagement (HRM)
proctices as on ontecedent of employee engagement ot the workplace. The studies in
different countries reveoal that 48 percent employees ore engoged with the work in
USA, 32 percent in China (Gullop Orgonization, 2013). The study of Aon Hewitt
(2013) finds that 40 percent employees are engoged with the work while 20 percent are
actively disengaged in the developed country.

In Bonglodesh, the ready-made gorment (RMG) industry is occupied with obout 4.00
million employees which is obout 40 percent of total monufocturing employees in the
country. In addition, the export earnings of RMG industry are obout 82 percent (Export
Promotion Bureou, 2017) and contribute to the GDP by 13 percent (Wikipedia, 2015).
Moreover, the government of Bongladesh is expecting to flourish its economy by
industriolization thon troditional ogriculture based octivities (Ahmed, Ahmad &
Jooffor, 2017). Thus, the study of employee engogement on the employees of RMG
industry deemed essential since it covers mojority of the monufacturing workforces.
Furthermore, assessing the precursors of employee engogement is expected to assist
proctitioners so that they con toke initiotives to improve engogement level of the
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garment employees. Engogement of employees to the orgonization not only ensures
their whole-hearted efforts but also mokes them enthusiostic in performing their job.

Recently, the study of Shuck and Rocco (2014) opine that HRM proctices have
positive influence on the employees’ engogement level in the orgonizotion. Their
study emphasizes on training ond development, career opportunity, porticipotion in
orgonizotionol decision moking process as o HRM proctices that ore inevitable for
improving employee engogement level. In foct, HRM proctices have a driving force
that mokes employees engoged with the work. Several studies in the developed
context reveal thot proctitioners ond policy maokers are moking necessory adjustment
on HRM proctices in their orgonization getting employees’ more engoged with the
work (Arokowa & Greenberg, 2007; Wogner & Harter, 2006; Luthons & Peterson,
2002). Inoppropriate HRM proctices in the orgonizotion increase employees’
disengogement level in the orgonizotion. Therefore, the cum of this study is to assess
the HRM proctices such os employee compensotion ond employee promotion
opportunity as ontecedents of employee engogement in the context of o developing
country porticulorly in the ready-maode gorment industry in Bonglodesh.

The theoretical framework of this study is given in the figure 1 below:

Employee
Compensoation

Employee
Engogement

4

Employee Promotion
Opportunity

Figure 1: The theoretical framework of the study

2. Literaturereview
2.1  Relationship between employee promotion opportunity and employee engagement

The study in the developed economy empirically proved that employees’ positional
growth hos significont relotionship with their level of engagement ot the workploce
(Zhou, Yu & Coo, 2015). In the Kenyon perspective, Mokaya ond Kipyegon (2014)
find significont relationship between employees’ coreer growth opportunity ond
engogement. Anitha (2014) confirms in Asion perspective thot employee promotion
opportunity ond fairness in promotion policy ore essential to moke employees engaged
with their work at the workplace. Furthermore, Choo et al. (2013) realizes in their
study that employee engagement culture will prevoils in the orgonizotion when
promotion opportunities of the employees are ensured.
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According to Coetzee ond Villiers (2010), work engagement level of the employees is
improved when they perceived that the opportunity of career goal ottoainment con be
realized by serving the orgomizoation. Schomfeli ond Salonova (2010) point out from
their study that coreer advoncement programs intended employees toward personal
growth which, in turn, enhonce employee engogement level in their job. Fleck ond
Inceoglu (2010) in their “person-job fit ond person-orgemization fit engogement
model” propose that employee engagement is highly dominated by career prospect;
ond this finding olso supported by Albrecht (2010), ond Gogne ond Bhave (2011).
Employees’ mental ottochment with the job decreoses geometricolly when they
deprive of from promotion opportunity.

2.2 Relationship between employee compensation and employee engagement

The empirical study of Koskey ond Sokotoko (2015) find positive relationship
between hondsome compensation ond employees’ high engogement level.
Furthermore, in the perspective of Pokiston, Igbal, Korim ond Haider (2015) find
significont relationship between well-designed compensation package ond
employees’ level of engagement. Additionally, Crawford, Brown, Kvongorsnes ond
Gilbert (2014) find that compensation is one of the key ontecedents which inspire
employees’to be engoged in their work.

The study of Choo et al. (2013) on the front-desk employees in Malaysia shows thot
compensation is one of the good predictors that increase employees’ engagement level
ot their workplace. Moreover, Wolloard ond Shuck (2011), ond Solomon and Sridevi
(2010) report that rewards are positively correlated with the level of employees’ work
engogement. If employees are given their desired compensation packoge they will be
highly engoged with the work, they added. Furthermore, Joshi and Sodhi (2011), in the
context of India, reveal that employee engogement is the outcome of compensotion or
other monetory benefits employee received from the orgomization.

3. Objectives of the study

The main objective of this study is to ossess the influence of HRM proctices on the
employees’ engogement level. More specifically, the present study secures the
following objectives:
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* To meosure the influence of employee promotion opportunity on the employee
engogement.

* To measure the influence of employee compensation on the employees’
engogement level.

4. Hypothesesof the study

Bosed on the previous studies the present study generates two hypotheses such os:

H1: Employee promotion opportunity hos positively influence on the employees’
engogement level.

H2: Employee compensation hos positively influence on the employees’
engogement level.

5. Methodology of the study

The study has been conducted on the operational level employees of different gorment
foctories ot Ashulia area of Dhoka division in Bongladesh. The respondents were
selected rondomly to collect their opinions regording employee promotion
opportunity, employee compensation, ond employee engogement. In Ashulio orea
obout 0.40 million employees are working ot different gorment factories (Ahmed,
Ahmod & Jooffor, 2017), therefore, dota were collected from 392 (Sekeron, 2006;
Krejcie & Morgon, 1970) on-job lower level employees working ot different foctories
holding positions such as sewing operotors, washing mon, iron mon, pocking mon ond
helper. The mole ond female respondents of this study were 13 percent and 87 percent
respectively ond are selected by using simple rondom sompling method.

In multivariate onolysis, the somple size is recommended 5 times of the items of the
questionnoire in getting satisfoctory results (Roscoe, 1975). Therefore, responses of
90 respondents is enough for this study, nonetheless, the more the sample size the more
the relioble results are produced (Cornish, 2002). Thus, this study is performed
considering the opinion of 392 respondents.

The questionnaire of this study is consisted of with 18 items odopted from previously
developed by different scholars ond ore used in different studies in different contexts.
The items of employee compensation, employee promotion opportunity ond
employee engogement have been adopted from Tessemo.ond Soeters (2006), Price ond
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Mueller (1986), ond Schoufeli, Bokker ond Solonova (2006) respectively. The
reliobility of the items of compensation, promotion opportunity ond employee
engogement ore 0.867, 0.804 ond 0.841 respectively. For the collection of dota the
questionnoire were designed by using 7-point Likert meosurement scole becouse it is
eosy to construct os well as more appealing ond respondents have more freedom to
moke their opinions comfortobly (Hinkin, 1995).

The collected data were onolyzed through structural equation modeling (SEM) with
the help of partial least square (PLS) method commonly known as PLS-SEM. In PLS-
SEM path modeling technique, the doto ore onolyzed through the ossessment of outer
model ond inner model. PLS-SEM is regarded os second generation statisticol tools
that produces results from different perspectives oand provides more relioble results for
the study.

6. Results and analyses

The results of the study are presented through the assessment of outer model ond inner
model.

6.1 Assessment of outer Mmodel

The outer model assesses the quality of the constructs as well os the indicotors of the
path model ond the relationship between the constructs ond their respective items. In
PLS-SEM path modeling, items ond constructs of the study come through the
fulfillment of quality parometer therefore, produce relioble results that have influence
on the exogenous construct. The beta volues of promotion opportunity ond
compensation with employee engogement ore 0.253 ond 0.419 respectively signifies
positive relationship.

Table 1: Quality criteria assessment for the constructs and observed variables

Constructs Obe:rved Out.er Corflp({s.ite Average Variance
Variables Loadings Reliability | Extracted (AVE)
Employee Promotion PRO 1 0.797
Opportunity PRO 2 0.772 0.823 0.538
PRO 3 0.720
PRO 4 0.686
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Employee Compensation COM 1 0.758
COM 3 0.728 0.808 0.514
COM 4 0.719
COM 5 0.729

Employee Engogement ENG 1 0.727
ENG 3 0.733 0.833 0.555
ENG 6 0.723
ENG 9 0.682

The association between construct ond its respective items is assessed by the outer
loadings statistically known as indicator reliobility that identifies the portion of on
indicator’s varionce explained by the latent construct. The loadings below 0.4 are
suggested to be deleted from the model (Hoir, Ringle & Sarstedt, 2011) to ensure the
quality of the indicators. In addition, the item deletion remain continued if deletion
process have influence on the increase of AVE ot leost 0.5 level.

Troditionally, Cronbach’s olpha volue is measured to test the reliobility of the
variobles; however, composite reliobility is ossessed to see whether constructs ore
relioble in PLS-SEM path modeling. The threshold volue of composite reliobility is
0.6, nonetheless, the values more thon 0.6 signifies that the constructs ore more
relioble. In addition, convergent validity is meosure to see the correlation between the
indicotors of the some construct. Convergent validity is ossessed by the value of
averoge varionce extrocted (AVE) which should not be less thon 0.5 to goin the
acceptobility.

Discriminant validity

Discriminont volidity ossesses the dissimilarities of the constructs in the model
through the empirical stondord. Although three methods are ovailoble for the
meosurement of discriminont validity the Fornell-Lorcker criterion is widely used
technique for moking decision.
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Table 2: Latent variable correlations and square roots of AVE (Fornell-larcker

criterion)
Constructs Employee Employee Employee .Promotlon
Engagement Engagement | Opportunity
Employee Compensation 0.734
Employee Engogement 0.534 0.717
Employee Promotion Opportunity 0.665 0.590 0.745

According to Fornell-Larcker criterion, the lower correlotions between the constructs
thon the correlation of the some constructs signifies thot there is no problem with
discriminont validity. The diagonal values are the correlotion between the some
constructs whereos the other values are the correlotion between the constructs. Thus,
from the above toble, it ensures thot there is no problem with the discriminont volidity.

6.2  Assessment of inner model
The inner model ossesses the relationship between exogenous ond endogenous

constructs to see whether the model’s paths are statistically significont or not. It assists
to come to aconclusion about the hypotheses developed in the model.

Figure 2: The inner model
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Path coefficients

The poth coefficients reveal the different paths relotionship of exogenous ond
endogenous constructs with respective t-value ond p-volue thot meosure whether the
soid relationship path is statistically significont or not in the model. The toble below
depicts that oll the hypothesized poth relotionships are stotistically significont ot
p=0.001 level.

Table 3: Assessment of path coefficients

Paths Original Sample Stallldgrd T Statistics P
Sample (O) | Mean (M) | Deviation (|O/STDEV]) | Values
(STDEV)
Compensoation -> Employee 0.254 0.253 0.253 4.502 0.000
Engogement
Promotion Opp. -> Employee | 0.421 0.419 0.419 7.624 0.000
Engogement

The above toble reveals that when employees of the organizotion perceive thot they ore
getting desired compensation for their work ot the workplace they are expected to be
engoged more with the orgonization. Similorly, employees’ positive perception about
the opportunity of getting promotion in the orgonizotion moke them more engoged
with the work in the orgonizotion.

Coefficient of determination (R°)

Coefficient of determination ossesses the varionces explained by the exogenous
constructs for the endogenous construct. The exogenous constructs (employee
compensation ond employee promotion opportunity) together exploins 38.4 percent of
the varionces for the exogenous construct (i.e., employee engogement). The toble
below represents the varionces explained in this model.

Table 4: Variance explained for exogenous latent constructs

Construct Vorionce Exploined (R?)

Employee Engogement 0.384
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Assessing predictive relevance (Q?)

The predictive relevonce meosures the accuracy of the model through the construct
cross-validated redundoncy. The predictive relevonce measures whot the model
predict for the study. Usually, the Q2 volue signifies that the model has good predictive
relevance when the volues becomes more than zero of the study. The table 5 represents
the value of cross-validated redundancy for the ossessing the predictive relevance of
the model of'this study.

Table 5: Construct cross-validated redundancy

Constructs SSO SSE Q’* (=1-SSE/SSO)
Employee Compensation 1,568.000 1,568.000
Employee Engogement 1,568.000 1,293.363 0.175
Employee Promotion Opportunity 1,568.000 1,568.000

The obove table reveals predictive relevonce by 17.5 percent for this model, thus
ensure good predictive power. The employee compensation ond promotion
opportunity together hove positive effect on the employees’ level of engogement in the
orgonizotion.

Table 6: Results of hypotheses

H Statements Decision

Hl Employee promotion opportunity hos positively influence on the Supported
employees’ engogement level.
H2 Employee compensation haos positively influence on the employees’ Supported

engogement level.

The above table reveals predictive relevance by 17.5 percent for this model, thus
ensure good predictive power. The employee compensation ond promotion
opportunity together have positive effect on the employees’ level of engogement in the
orgonizotion.
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7. Discussion

The outer model ossesses the quality requirements of this study through the
examinotion of constructs reliobility ond volidity. Traditionally, Cronbach’s alpha
volue more thon 0.6 is considered for ensuring the reliobility of the voriables (Nunally
& Bernstein, 1994), nevertheless, the composite reliobility ond convergent volidity are
more acceptoble due to some limitations of Cronboach’s alpha value for the assessment
of constructs reliobility followed in PLS-SEM technique. The composite reliobility
value more thon 0.6 (Vinzi et al., 2003) ond convergent validity volue more thon 0.50
(Rodgers & Pavlou, 2003) are acceptable for the study meoning thot the constructs ore
valid ond are relioble for getting relioble results. Agoin, discriminont validity is
assessed to see whether the exogenous constructs are mutuolly exclusive or not. The
discriminont volidity con be measured through three methods such as Fornell-Lorcker
criterion, cross loadings and Heterotrait-Monotroit rotio but in this study Fornell-
Larcker criterion is applied os it widely used method. The discriminont validity
signifies that each predictor vorioble has seporate predictive power and not mutuolly
exclusive. The results of all quality criteria satisfy the respective threshold volue thus
ensure the quality of the constructs of this model.

The initial items loadings become more thon 0.4, however, the item deletion process is
administered for getting the AVE (averoge vorionce extracted) volue at leost 0.5 or
more (Hair et al., 2014) since VB-SEM (varionce bosed structurol equation modeling)
is concerned with the increase of explained vorionce. The relationship between
predictors ond outcome variable are 0.253 (between compensotion ond engogement),
ond 0.419 (between promotion opportunity ond engogement) respectively. All the
predictor variobles together explain 38.4 percent varionces for the outcome varioble
(i.e., employee engogement). Therefore, the study reveals thot two exogenous
variobles together exploin 38.4 percent varionce for the endogenous varioble.

The structural model examines the relotionship between the constructs to ossess
whether the poath relotionships are statisticolly significont or not (figure 2). The
relationship between employee compensotion ond employee engogement (H1) is
statistically significont (f=0.253; t-volue=4.502; p-value=0.000). When employees
perceive thot they are getting desired compensation packoge from the orgonizotion ore
expected to engage them with the orgonization. Employee compensation is one of the
tools that hos significant influence on the on the employees’ engagement level ot the
workploce in the ready-made gorment industry in Bongladesh. The earlier study in the
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context of Malaysia, Choo et ol (2013) also find that hondsome compensotion packoge
has significont influence on the employees’ engogement level. Thus, it is evident from
this study that employees’ physical, mentol ond emotional devotion to work ore
influenced by the orgomizotion’s hondsome compensation bundle offered to the
employees in the perspective of developing economy like Bongladesh.

Moreover, the relationship between employee promotion opportunity ond employee
engogement (H2) is also found statistically significont (B=0.419; t-volue=7.624; p-
value=0.000). The smooth employee promotion opportunity ot the workploce
encouroged employees to be engoged more with the orgonization. Employees alwoys
expect positional advoncement ot workploce which has significant influence on their
engogement level of work in the perspective of ready-mode gorment industry in
Bonglodesh. The previous study of Anitha (2014) in the Indion context reveals thot
employees’ promotion opportunity ot the workplace encouroges them to be engoged
with the orgonization. Therefore, it con be concluded that when employers ensure foir
promotion proctices in the orgonizotion it is expected to engoge employees more with
their work in the orgonization in the developing context like Bongladesh.

The predictive relevance (Q?) of this study is exomined through the value of construct
cross-validated redundancy. The volue of Q? is more thon zero signifies the model’s
predictive power ond is volid for implication. The blindfolding procedure is
administered for this purpose ond found Q2 value 0.175 meoning that the model has
odequoate predictive relevance. The desired compensation pockage ond promotion
opportunity of the employees ot the workplace together have 17.5 percent predictive
power for the implication of this model in the context of ready-made gorment industry
in Bongladesh. Therefore, the model is expected to be used in the context of
developing country as oo meons of increasing the employees’ level of engogement in
the orgomization.

8. Conclusion

The employee engagement concept becomes on importont issue in the orgonizotion
since it devotes employees ot the workplace. In the developed context the influence of
employee engogement has olready been proved, however, the proctitioners in the
developing countries are still in dearth of conceptuolizing this issue in their
orgonization. In this study, it is evident that effective compensotion ond promotion
policy have significont influence on the level of employee engogement in the
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orgonization. The business world today is highly competitive that demond devoted
employees in the orgonization for its survivol. Thus, enhoncement of employee
engogement is one of the solutions for ensuring orgonizotion’s smooth operations. The
appropriate HRM proctices have significont influence of moking employees engoged
with the orgonization which ultimotely occelerote the orgomizotion’s success.
Therefore, the proctitioners and policy mokers of the developing country expected to
consider the findings of this model for engoging their employees to the orgonization.

This study hos been conducted on the operational level employees of ready-maode
garment industry in Bonglodesh, but some other studies may be conducted on mid
level or upper level employees os well os on different contexts ond environments for
generolizing the relotionship. Furthermore, this study exploin only 38.4 percent
varionce for the employee engogement, therefore, other variobles such as employee
sofety, perceived orgomizational supports, preferred working hours etcetera con be
used os independent varioble for increosing the expected varionce.
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