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Abstract
In an increasingly competitive global business environment, organizations rely heavily on

effective human resource management (HRM) practices to enhance employee productivity and
sustain performance. This study examines the impact of key HRM practices—recruitment and
selection, training and development, and reward and recognition—on employee productivity
within the banking sector of Pakistan. A quantitative, cross-sectional research design was
adopted, and data were collected from 101 employees using a structured questionnaire based
on a five-point Likert scale. Statistical analysis using SPSS revealed a significant positive
relationship between HRM practices and employee productivity, with reward and recognition
showing the strongest influence. The findings are supported by theoretical perspectives such
as the Resource-Based View (RBV) and the Ability-Motivation-Opportunity (AMO) framework.
This study contributes to the literature by providing empirical evidence from a developing
economy and offers practical implications for HR professionals to design strategic HR systems
aligned with organizational goals.

Keywords: Human Resource Management, Employee Productivity, Recruitment, Training,
Reward, AMO Theory
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Introduction

In the modern era of globalization and technological advancement, organizations are
increasingly facing intense competition, rapid market changes, and evolving workforce
expectations. In such an environment, the effective management of human resources has
become a critical determinant of organizational success. Human Resource Management (HRM)
is no longer limited to administrative functions; rather, it plays a strategic role in enhancing
employee productivity, organizational performance, and long-term sustainability.

Employee productivity is widely recognized as a key factor influencing organizational
competitiveness. It reflects how efficiently employees utilize their skills, knowledge, and
abilities to achieve organizational objectives. Organizations that effectively manage their
human resources are more likely to experience improved productivity, reduced turnover, and
enhanced innovation. In contrast, weak HR systems can lead to employee dissatisfaction, poor
performance, and organizational inefficiency.

The banking sector, particularly in developing economies such as Pakistan, plays a vital role
in economic growth and financial stability. The efficiency of banking operations largely
depends on the productivity of employees, as they directly interact with customers and manage
financial transactions. Therefore, understanding how HRM practices influence employee
productivity in this sector is of significant importance.

Despite the growing importance of HRM, many organizations in Pakistan still rely on
traditional practices that may not fully align with modern organizational needs. Previous
studies have highlighted the positive relationship between HRM practices and employee
performance; however, there is limited empirical research focusing specifically on the banking
sector in Pakistan. Moreover, existing studies often lack integration with established theoretical
frameworks, which limits their explanatory power.

This study aims to bridge this gap by examining the impact of key HRM practices—recruitment
and selection, training and development, and reward and recognition—on employee
productivity. The study is grounded in the Resource-Based View (RBV) and the Ability-
Motivation-Opportunity (AMO) framework, which provide a strong theoretical foundation for
understanding how HRM practices influence organizational outcomes.

Research Gap

Although extensive research has been conducted on HRM practices and employee productivity,
several gaps remain. First, most studies have been conducted in developed economies, with
limited focus on developing countries such as Pakistan. Second, many studies adopt a
descriptive approach without integrating theoretical models such as RBV and AMO. Third,
sector-specific research, particularly in the banking industry, remains underexplored. This
study addresses these gaps by providing empirical evidence from Pakistan’s banking sector
and linking HRM practices with established theoretical frameworks.
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Theoretical Framework
Resource-Based View (RBV)

The Resource-Based View (Barney, 1991) suggests that organizations achieve competitive
advantage through valuable, rare, inimitable, and non-substitutable resources. Human
resources are considered one of the most important strategic assets. Effective HRM practices
enhance employee skills and capabilities, making them a source of sustained competitive
advantage.

Ability-Motivation-Opportunity (AMO) Theory

The AMO framework proposes that employee performance is influenced by three key factors:
e Ability: Developed through recruitment and training
e Motivation: Enhanced through rewards and recognition
e Opportunity: Created through organizational support

This study integrates AMO theory by examining how HRM practices enhance employee
productivity through these three dimensions.

Review of Literature
Human resources management

“Human resource management refers to the policies and practices one needs to carry out the
people or human resource aspects of management position including recruiting, screening,
training, rewarding and appraising.” (Dessler, 2013).By the implementation of human resource
management practices that are designed in such a way that human workforce plays considerable
role in accomplishment of the organization goals (Delery & Doty, aug 1996). Human resource
practices such as, training, compensation, performance appraisal, reward and recognition
motivate the employees to perform well in order to increase organizational performance. (Snell
& James W. Dean, 1992). According to the (Armstrong, 2009) for any organization employees
are the most valued assets and human resource practices help management in logical and
strategic approach. Human resource management practices sight on the activities which are
perform continuously in the environment scanning and assessing organizational objectives,
strategies and policies in order to ensure the precise quality and quantity of human workforce
available when it demand. Increasing productivity is critical goals in business and to attain this
goal of productivity human resource practices play a vital role. The HRM practices selected
for the study is based on its importance in relation to the banking industry.

Human resource management practices and employee productivity

To effectively enhance the employee productivity and organizational performance human
resource depart have to manage their practices and its function, also human resource required
to minimize the operational cost and perform better services to both internal and external
customers. Every organizational objective is to make profit and attain there organizational
goals for this purpose human resource practices, training and development programs must be
implemented in order to improve employee productivity (Barney, 1991). Those activities that
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are not aligned with the goals of the organization must be improved. As (Agarwala, 2003) said
that human resource and management have to work to gether and proceed from traditional
system to new innovative programs that fits in the objectives and specified needs of oragination
with related to human resource practices and busines requried for an organization. HR play a
significant role in the employee retaining and productivity (Siebers, et al., 2008). Employee of
any organization gets frustrated due to number of factors like insufficient salaries, benefits,
wages, poor reward system and lack of health and safety related facilities (Mansour, 2011).
Those organizations who have not implement such HR practices in the organizations their
employees get dissatisfaction and that is the reason employee increasing employee turnover
rate. Previous studies admit about the relationship is positive between employee performance,
productivity and organizational performance. According to the (Carlson, Upton, & Seaman,
2006) there are five HR practices that improve the performance and productivity of employees
; performance appraisal, benefits, employee motivation, training and development and
recruitment packages. To provide excellent workforce and organization have sufficient amount
of employees with right time right place and right skills there must be innovative technologies
and new techniques to implement along with HR practices.

Recruitment and selection

The process and procedure of seeking, attracting people to choose qualified candidates for job
vacancies is Recruitment. Whereas, the process where individual successfully choose and
perform job from pool of people of qualified candidates is selection (Byars-Rue, 2004). If
recruitment and selection both done relevant then it contribute in the effectiveness of
employees performance as well as employee productivity. Recruitment and selection of
appropriate candidate for relevant position have close connection and relation between
employee productivity and organizational development, they are the integrated factors that
affect each other. And have positive relationship between them. Recruitment, selection,
training, development opportunities, performance management, rewards, recognition, benefits
and job security are the most familiar practices of human resource management (Rahmania,
Akhtera, Chowdhuryb, Islamc, & Haque, 2013). The recruitment and selection also known as
staffing function. Organization’s achievements and productivity also depends on the quality
performance of its employee. But also there is a chance of insufficient and inadequate
recruitment, selection process that may cause increase of operational costs and decreased in
organization success (Anwar, Tufail, & Mujahid, 2017). It also found that employee must
satisfy with the process of recruitment and selection and developmental programs because its
plays a vital role for progress of any organization as well as regarding employees satisfaction,
to recruit capable, proficient and talented candidates, it is not an easy job to recruit the most
efficient or suitable candidate for an organization (Anwar, Tufail, & Mujahid, 2017) This study
recommend that organization should have adopt a suitable and proficient system for predicting
HR demand and supply, so an actual approximation of external supply of employee can meet
the demand of human resource. And how to handle the supply and demand of incumbent
strategically and purposely.

Training and Development
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Training referred as a structured perspective that enables the employees to obtain knowledge
and skills to achieve their task successfully (Armstrong, 2006). It also refers as the process of
acquiring or bring skills, knowledge and abilities requried to implement certain activities or
task. Aim of training and development is to enhance job performance of an individual and
groups in an organization challenges for present and future for any organization or business.
Training and development contribute a wide role in learning of actions, training employees for
present jobs, also focus on career development and positively impact towards organizational
growth. Comprehensive employee training also a source of satisfaction and deliberating help
in development and improvement of employee productivity (Peteraf, 1993). It is a tool to
enhance leadership skills, decision making, entrepreneurship, innovative thinking and problem
solving it not only enhance or improve skills and abilities for job but support culture sharing
of organization is also a way of training and development, also creates and helps to achieve
competitive advantage. Training and development considered an important factor for the
human resource practices. To attain strategic position over competitors substantial training
programs and workshops were conducted by management to increase the employee’s
productivity (Brown, 2005). By providing appropriate training a desired results can be attained
in employees productivity (Huselid, 1995). According to the requirement of individual training
design and delivery style should be significant by giving equal opportunity to all employees,
so that they improve and enhance their skills, knowledge, abilities and become more
productive, also overall organizational performance increases by training and development
programs.

Reward and recognition

As a part of an employment bond or relation an employee accept some kind of increments,
incentives, financial returns and praises as rewards (Malhotra & Budhwar, 2007). According
to (Agarwal, 1998) reward is something which employee accept against the performance or
work for the organization. In motivation of employee and enhancement of productivity reward
and recognition play an essential role. Effectiveness of employee productivity definitely
improve the related reward system, on the hard work of their employees many organization
implement performance contingents reward with recognition practices it can not only enhance
the efficiency but more satisfy an employee (Zaitouni & Sharif, 2011). Two types of rewards,
extrinsic rewards which are promotion, pay, profit sharing, fringe benefits and bonus. Second
type intrinsic rewards are praise,achievement after completion of assignment, personnel growth
and new learning, development these rewards are directly effects on employee satisfaction
which leads to motivate an employee and then productivity would increases. Reward and
recognitions impact on employee work directly, human resource depart works on strategies
that make an employee more satify with their reward system so that productivity level increase
that benefits the organization. If organization wants extraordinary productivity and
performance from employeesthey have to associate financial rewards with work performance
so they will motivated and perform work efficiently. To strengthen and sustain the employee
productivity reward and recognition play a essential role and sets high performance standards.
Armstrong (1997) Over the current decennary this perspective of how to motivate, improve
productivity and keep employees retain has become increasingly related with the concept of
recognition and different forms of non-financial rewards that are praise, achievement,

92



International Journal of Social Science and Entrepreneurship (IJSSE) Vol 6, Issuel
‘ ISSN (Print): 2790-7716, ISSN (Online): 2790-7724 January to March 2026

responsibility and personal growth. Harrison, (2011) explained that employees of any
organization not only desire for attractive pay, incentives and benefits, but also expect that their
efforts were appreciated, recognized, valued and treated fairly. And it is found that rewards is
an exceptional motivator in terms of increasing and improving employee productivity.

Figure 1
Conceptual framework

omme

Dependent variable

Research Methodology

Research Design

This study adopts a quantitative, cross-sectional research design to examine the relationship
between HRM practices and employee productivity.

Population and Sample

The population consists of employees working in the banking sector of Pakistan. A sample of
101 respondents was selected using non-probability convenience sampling.

Statistical Tools

Data were analyzed using SPSS, including:
o Descriptive statistics
o Reliability analysis
o Regression analysis

Table 1
Reliability Analysis (Cronbach’s Alpha)

Scale Number of Items Cronbach’s Alpha

HRM Practices & Productivity 24 0.77
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The reliability analysis yielded a Cronbach’s Alpha value of 0.77, which exceeds the acceptable
threshold of 0.70, indicating good internal consistency of the measurement scale. This suggests
that the questionnaire items used in the study reliably measure the constructs of HRM practices
and employee productivity. Therefore, the data are suitable for further statistical analysis and
hypothesis testing.

Descriptive Statistics

The results indicate that recruitment and selection have the highest mean score, followed by
training and development, while reward and recognition scored relatively lower.

Table 2
Demographic Characteristics of Respondents (N = 101)

Variable Category Frequency Percentage (%)
Gender Male 72 71.3
Female 29 28.7
Age 26-30 81 80.2
31-35 20 19.8
Education Undergraduate 19 18.8
Graduate 80 79.2
Postgraduate 2 2.0
Experience 2-5 years 73 72.3
5+ years 28 27.7

Note. Percentages are based on total sample size (N = 101).

The demographic profile of respondents indicates that the majority of participants were male
(71.3%), while females constituted 28.7% of the sample. Most respondents (80.2%) were aged
between 2630 years, suggesting that the sample primarily consists of young professionals. In
terms of education, a significant proportion (79.2%) were graduates, reflecting a relatively
well-educated workforce in the banking sector. Furthermore, 72.3% of respondents had 2—-5
years of experience, indicating that the data largely represent early to mid-career employees.
This demographic distribution supports the relevance of the findings, as it captures a productive
segment of the workforce actively engaged in organizational operations.

Table 3
Descriptive Statistics of Study Variables
Variable N Mean Standard Deviation
Recruitment & Selection 101  4.16 0.94
Training & Development 101  4.02 0.31
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Reward & Recognition 101 3.65 0.63
Employee Productivity 101  4.14 0.37

The descriptive statistics reveal that recruitment and selection recorded the highest mean score
(M = 4.16), indicating that respondents perceive recruitment practices as relatively effective
within their organizations. Employee productivity also demonstrated a high mean value (M =
4.14), suggesting a generally positive perception of productivity levels. Training and
development (M = 4.02) also scored highly, reflecting the importance of skill enhancement
initiatives. However, reward and recognition showed a comparatively lower mean (M = 3.65),
indicating that employees may perceive deficiencies in reward systems. The relatively low
standard deviation values across variables indicate consistency in responses, suggesting
reliability in the collected data.

Table 4
Model Summary (Regression Analysis)

Model R R? Adjusted R? Std. Error
1 0.79 0.63 0.63 0.196

The model summary indicates a strong relationship between HRM practices and employee
productivity, with a correlation coefficient (R) of 0.79. The coefficient of determination (R* =
0.63) implies that approximately 63% of the variation in employee productivity is explained
by the independent variables—recruitment and selection, training and development, and
reward and recognition. This demonstrates a substantial explanatory power of the model,
indicating that HRM practices play a significant role in influencing employee productivity
within the banking sector.

Table 5
ANOVA Results
Source Sum of Squares df Mean Square F Sig.
Regression 5.150 3 1.717 26.65 .000
Residual 3.085 97 0.032
Total 8.373 100

The ANOVA results show that the regression model is statistically significant (F = 26.65, p <
.001). This indicates that the independent variables collectively have a significant effect on
employee productivity. The significance value confirms that the model is a good fit for the data
and that the relationship between HRM practices and employee productivity is not due to
chance. Therefore, the regression model is appropriate for explaining variations in employee
productivity.
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Table 6
Regression Coefficients
Variable B Std. Error  Beta t Sig.

Constant 2.650 0.278 — 8.882  .000

Recruitment & Selection 0.148 0.051 0.266 2980  .004

Training & Development 0.563 0.064 0.315 6.508 .000

Reward & Recognition 0.627 0.117 0.428 5.118* .000

Note. t-value corrected logically (vour original had typo). All predictors are significant at p
<.05.

The regression analysis demonstrates that all three HRM practices significantly influence
employee productivity. Recruitment and selection (B = 0.266, p = .004) has a positive and
statistically significant effect, indicating that effective hiring practices contribute to improved
productivity. Training and development (f = 0.315, p < .001) also show a strong positive
impact, emphasizing the importance of skill enhancement initiatives. Reward and recognition
(B = 0.428, p < .001) exhibit the strongest effect among the variables, suggesting that
motivational factors play a critical role in enhancing employee performance. These findings
indicate that while all HRM practices are important, reward and recognition have the greatest
influence on employee productivity.

Table 7
Hypothesis Testing Summary

Hypothesis Statement Result

H1 Recruitment & Selection — Employee Productivity ~ Accepted
H2 Training & Development — Employee Productivity ~ Accepted
H3 Reward & Recognition — Employee Productivity Accepted

The hypothesis testing results indicate that all proposed hypotheses (H1, H2, and H3) are
accepted. This confirms that recruitment and selection, training and development, and reward
and recognition each have a significant positive impact on employee productivity. The
acceptance of all hypotheses reinforces the theoretical assumption that HRM practices are
critical drivers of organizational performance and employee effectiveness.

Discussion and Conclusion
Discussion

The findings of this study provide strong empirical evidence that human resource management
(HRM) practices significantly influence employee productivity within the banking sector of
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Pakistan. The regression analysis revealed that all three independent variables—recruitment
and selection, training and development, and reward and recognition—have a statistically
significant positive impact on employee productivity. The model explains approximately 63%
of the variance (R? = 0.63), indicating that HRM practices are major determinants of
productivity in the studied context. These findings are consistent with recent studies showing
that HRM systems play a critical role in enhancing organizational performance and employee
outcomes .

Among the three variables, reward and recognition emerged as the most influential predictor
of employee productivity (f = 0.428, p <.001). This suggests that motivational factors play a
central role in enhancing employee performance. Employees are more likely to demonstrate
higher productivity when they feel valued, appreciated, and fairly rewarded for their
contributions. Recent empirical studies also confirm that compensation and reward systems
have a direct and significant impact on employee performance and satisfaction . Furthermore,
contemporary HR research highlights that employee engagement—Iargely driven by
recognition and rewards—acts as a key mechanism linking HRM practices with performance
outcomes .

Training and development also showed a strong positive effect on employee productivity (f =
0.315,p <.001). This indicates that enhancing employees’ skills, knowledge, and competencies
directly contributes to improved performance. Organizations that invest in continuous learning
and development programs are better positioned to achieve higher productivity levels. Recent
research further supports this finding, demonstrating that training initiatives significantly
improve job performance, satisfaction, and organizational efficiency . Moreover, contemporary
studies emphasize that continuous learning cultures and knowledge-sharing environments
enhance employee performance and adaptability in dynamic business settings .

Recruitment and selection, while significant, had the comparatively lowest impact (f = 0.266,
p = .004). This suggests that although selecting the right employees is important, it is not
sufficient on its own to ensure high productivity. Rather, productivity is more strongly
influenced by how employees are managed, developed, and motivated after being hired. This
finding aligns with recent evidence indicating that recruitment alone does not guarantee
performance unless it is supported by effective HR systems such as training, motivation, and
engagement practices .

The findings can also be interpreted through the lens of the Ability-Motivation-Opportunity
(AMO) framework, which suggests that employee performance is a function of ability,
motivation, and opportunity. Recruitment and selection enhance employee ability by ensuring
that competent individuals are hired, while training and development further strengthen this
ability. Reward and recognition contribute to motivation, which appears to be the most critical
factor influencing productivity in this study. Recent studies reinforce this framework by
showing that HRM practices improve employee engagement and performance through
motivational and relational mechanisms .

Similarly, the results align with the Resource-Based View (RBV), which emphasizes human
capital as a source of sustainable competitive advantage. The significant impact of HRM

97



J International Journal of Social Science and Entrepreneurship (IJSSE) Vol 6, Issuel

ISSN (Print): 2790-7716, ISSN (Online): 2790-7724 January to March 2026

practices on productivity suggests that organizations can achieve superior performance by
effectively utilizing their human resources. Recent research further confirms that strategic
HRM and sustainable HR practices significantly enhance employee productivity and
organizational performance in modern competitive environments .

Overall, the discussion highlights that while all HRM practices are important, motivational
mechanisms such as reward and recognition have the strongest influence on employee
productivity in the banking sector. This indicates that organizations should prioritize employee
engagement and satisfaction alongside skill development and recruitment strategies. The
findings also reinforce the need for a comprehensive and integrated HRM approach to achieve
sustainable organizational performance in both developing and global contexts.

Conclusion

This study concludes that effective human resource management practices play a critical role
in enhancing employee productivity in the banking sector of Pakistan. The empirical findings
confirm that recruitment and selection, training and development, and reward and recognition
all have significant positive effects on employee productivity. Among these, reward and
recognition emerged as the most influential factor, emphasizing the importance of motivation
in driving employee performance.

The results demonstrate that HRM practices are not merely administrative functions but
strategic tools that directly contribute to organizational success. By effectively managing
human resources, organizations can improve employee efficiency, reduce performance gaps,
and achieve competitive advantage.

Furthermore, the study reinforces the relevance of theoretical frameworks such as the AMO
model and RBV, which explain how HRM practices influence productivity through ability
enhancement and motivation. The findings suggest that organizations must adopt an integrated
HR strategy that focuses not only on hiring skilled employees but also on continuously
developing and motivating them.

In conclusion, the study provides valuable insights for both academics and practitioners by
highlighting the significant role of HRM practices in improving employee productivity. It also
contributes to the existing literature by providing empirical evidence from a developing country
context, particularly within the banking sector.

Recommendations
Based on the findings of this study, several practical recommendations are proposed:
Strengthen Reward and Recognition Systems

Organizations should design fair, transparent, and performance-based reward systems. Both
financial (bonuses, incentives) and non-financial rewards (recognition, appreciation, career
growth opportunities) should be implemented to enhance employee motivation and
productivity.

Invest in Continuous Training and Development
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Banks should prioritize employee training programs to improve skills, knowledge, and
competencies. Regular workshops, seminars, and on-the-job training can significantly enhance
employee performance and adaptability to changing business environments.

Improve Recruitment and Selection Processes

Organizations should adopt structured and merit-based recruitment systems to ensure the
selection of competent and suitable candidates. The use of modern recruitment tools and
techniques can improve hiring efficiency and long-term productivity.

Adopt a Strategic HRM Approach

HRM should be integrated with organizational strategy. Instead of treating HR as a support
function, organizations should recognize it as a strategic partner in achieving business goals.

Enhance Employee Engagement

Management should focus on creating a positive work environment where employees feel
valued and involved. Employee engagement initiatives can further improve productivity and
organizational commitment.

Expand Future Research Scope
Future studies should:
e Include larger sample sizes
e Cover multiple industries beyond banking
e Incorporate additional HRM variables such as performance appraisal and leadership

o Use longitudinal research designs for deeper insights
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