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Abstract — Employee motivation is an essential contributor
to organizational success and continues to sustaithe
employee morale and employee retention. The core gose
of the study is to identify the association of emplee
motivation with human resource practices, superviso
support and employee empowerment. The big of four
dimensions of human resources practices are the meitment
and hiring, training and development, benefit and
compensation, and evaluation. The quantitative methd was
used. A total of 200 questionnaires were distributtand only
125 questionnaires returned. The results revealed hat
human resource practices dimension of recruitment rd
hiring, training and development and supervisor suport
have a relationship with employee motivation. Recritment
& hiring, recruitment & development and supervisor
support is scored highest. It showed these variablefluence
employees motivation most compared to others variddb
However, steps should be taken by the organizationo
evaluate employee motivation. This will bring a hug impact
to employee to perform greatly to achieve organizainal
goals.

Keywords — Employee Empowerment, Employee
Motivation, Banking Industry, Perceived Supervisor
Support.

|. INTRODUCTION

Motivation is central and has become big issuethén
banking industry. It is great concern by the adstition

to keep employees motivated. Motivation can create
great working condition also can reduce issues @tk w

place such as absenteeism and worker turnover
Motivation means “willingness
Researcher considers that motivation derives thraahu

being to accomplish the objective [2]. Additionally

motivations give individual a reason and encourabat
they need to accomplish. It facilitates individutdscome
out of the bad circumstances that are badly higtdign
their lives. Now, executives have been focused
motivation and their employees to enhance thetglhiii
produce output. Today it is very challenging forntan

Resources that how to manage and develops employ:
in motivatin

Moreover, managers are in charge
employees’ performance effectively because moghef
time; people leave managers and not organizatipns[3

According to researchers, motivation encouragetebet

performance. Underst and motivation is important
change employee behavior in positive ways [4].
manager nowadays always believes in establishieg

to do something”.

The

employee motivation can create a significant eféaubng
them. Thus, it is essential that well-built andeefive
motivation at all levels must be more intelligibte
enhance commitment and to their jobs [3].

Furthermore, researchers argued that the role of
motivation in company is vital to obtain competitiv
advantage and sustainable the company for the egreat
profitability [5]. Today for any business and sogi¢he
important issue of what can be motivated employees
stay on their job [6]. Therefore, money investedraining
and development is normally regarded as good
management practice to retain proper proficienay and
in the future [7].

Researchers stated that employee satisfaction and
motivation can be measured when employee feeliegtgr
with the organization, for example the right pasitiwith
the right capacity they have, right training thaey
received, a great connection with the supervisat the
way to enhance their performance [8].

In addition, employee turnover rate straightforviard
influenced by employee disappointment and employee
performance with human resource practices, perdeive
supervisor support and employee empowerment.
Employees who place in good working condition wthy
in the organization. Motivation among staff can amte
job performance and could decrease the expenseieciga
recruiting, selecting or enrollment to new worké. [
Further, the researcher will develop questionnaaed
collect information as well as do an analysis of tlata

llected from the bank employees in Vehari.
[ . Research Problem

Turnover in the banking industry is seen in alatags
ascribed from employees unsatisfied with their work
Researchers stated employees are considered asotte
significant asset in any business organization .[Tbie
key achievement factor for business is no longenayp
et human capital [11]. The employees are the perso
giving quality service and they are vital for gugeeing
accomplishment in customer recognitions and futfdht.
e‘ghus, lack of motivation can decrease the orgaoizat
Schievement [12]. Researchers stated employee wtio h
Been unmotivated, leaved the company [13].

It has been widely accepted that the backbone pf an
country’'s economy is the banking sector. Therefthe,
employees working in banking sector should be more
[{O . .
motivated. It is also explained by researchers that
Rrganizations need to find the factors that infaeen

temployee motivation and their productivity [14]. Ma
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researchers in different countries and culturestii® definitions likely exist for the term motivation.
research in different scopes and models. In thidystthe Researchers defined motivation as the methodology i
researcher did not find this model to be studieidrieeon which an employee is recharged to react in differen
the current population. Therefore it is also neetedlll  particular circumstances [16]. This reaction eitceme
the gap with this study. The basic purpose is testigate from self-motivation or from outsource. Motivatios
the impact of HR Practice, supervisor support, eyge main pillar of meeting and satisfying human neeslated
empowerment on Employee motivation working inwith feeling, value, sense of worth, that belongioga
Banking Sector, specifically in Pakistani context. neither organization nor department.
A. Objectives of the Study Consequently, mativation is helpful in capacityexp
1. To check the direct relationship between huma@nd general comprehension and expectation of bahavi
resource practices and employee motivation.  Researchers explained motivation as an “inner wish
2. To check the direct relationship betweerurge that originates with an individual, either sciously
supervisor support and employee motivation. ~ Or unconsciously, to complete a task successfidbabse
3. To check the direct relationship betweert is enjoyable, and not necessarily for what wik
employee  empowerment and employegeceived in return [17]. There are three issues of
motivation. importance when looking at employee motivation \Wwhi
B. Purpose of the Study human resource practices, perceived supervisorosupp

This study is conducted in 30 branches of differer@nd employee empowerment.

banks of Vehari. The bank staff was chosen for thi8. Human Resource Practices

study as they had been exposed to directly effgct b According to researchers, human resource practices

the motivation. the primary means by which firms can influence sindpe
C. Significance of the Study the skills, attitudes, and behavior of individualsdo their

This study aims to provide significant contributcn ~ Work and thus achieve organizational goals. Belewhe
terms of practical aspects on employee motivatiofi€finition of the human resource practices dimen§l@].
Employee motivation is a significant element to Recruitment and hiringis process of attracting the
address employee desire to work and how the types®/itable ¢ and idates to apply for job in the orgation,
practices could influence them to remain. This gtudinternally or externally. According to researchepsor
might useful to enrich banks to manage, controltand recruitment resulits failure of an organization irirty the
provide solution on how the employee can satisfy afight ¢ and idate [19]. Therefore, it is high firzal loss
how this overall outcome on motivation affectstie t and may involve to a job dissatisfaction of new Eyees
banks. Especially, on employee desire, weaknesde§]. However, hiring is process of selection or no
and the Strength in every area of motivation$e|ecti0n decision about each individual to the. JOb
Therefore, in term of scholar, this study mightthel Therefore, selection process must choose the dgind
academicians to get underst and the link of employédate which meets requirement and reduce the argton
motivation with the types of practices and get updaexpenses [21]. Proper motivation makes feel a sefise

the findings the banking industry. ” belonging of employees towards organization, whith
D. Research Question turn increases the level of employee motivation and

Based on the problem statement, the followin§enefit for the organization.

research questions are developed: Training and developmerns the planned effort of the

1. Do human resource practices (recruitment angPmpany to facilitate employees and learning of job
hiring, training and development, compensatioﬁelated abl-llty..ThIS is one of the major strategised by
and benefit, and evaluation) have a diredne organization. It is understood the most common

relationship with employee motivation? practice of human resource. According to reseascher
2. Does supervisor support have direct relationshifi@ining and development are the factors which lezep

with employee motivation? employees motivated [22]. Training normally inclade
3. Does employee empowerment have direcKills and knowledge needed to accomplish a speteifik.

relationship with employee motivation? In contrast, development focuses on future work

responsibilities of employee. However, in the modage
there is need to shift from traditional way to figu
oriented training and development.

Compensation and benefifers to all the rewards that
employees receive for their services in the orgdian. It
includes direct pay such as salary and wages, raticect
pay as benefits program. Compensation system ig ver
important in this modern time. In both public arivate
sectors, these are the main tools for employeetivatmn
[23]. The role of compensation is very importanteixp
and ing organizational obligation [24]. Thereforeany
organizations are very much conscious about estabg

[I. L ITERATURE REVIEW

A. Employee Motivation
A good definition of motivation is known by Anthony

Bagshawe said that "motivation is something thaedrus
to do what we do." Motivation has always been ingour
and difficult issue for the success of the orgaimpa
According to researchers, Motivation provides tharse
of beliefs and needs and the source of performgrielt
is an important tool that all the managers shosl iti to
get high results. Therefore, motivation means eyggs’
efforts in achieving the organizational goal. Nuouwsr
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and maintaining the best possible compensatioremgst Human resources practices
[25]. | )

Evaluation is an official process of employees’ T vl ent >
monitoring. It is directly controlled by the managent to 3. Benefits and Compensation —
improve the performance and productivity of emphsze 4 Evaluation Tp oyee

. . . . Motivation

Evaluation is a method of observing and evaluating
employees performance effectively [26]. In the gtud : :

. , Perceived supervisor
previous study, banks doesn’t follow any procediare support
promotion schemes [27]. Moreover, compensation is
directly associated with performance of employees. -
Therefore an appropriate evaluation program shdald Fmployee emporwenment
pursued by banks to satisfy employees.
C. Supervisor Support

Up pport __F. Hypotheses

It is general observation of employees to which To test the relationship following hypotheses were
supervisors gives value and support their well-4pgR8]. eveloped P 9 hyp

Positive feedback of supervisor enhances the eraplo
morale and motivation [29]. Supervisor acts as a@én
the organization and employees view their supersiso
positive or negative perception towards them[30je Job
of supervisor is to directly interact with the $taf
Therefore, they have the core job of monitoring th
subordinates and evaluating their performanc
Researchers revealed that supportive behavior o
supervisor encourages the employee and support mfd
creativity generally result of motivated employ§&s| :
D. Employee Empowerment Ho:

Researchers stated that, Empowerment describes’
working arrangements which engage the empoweread at
emotional level. It is also distinguished betweenaepts
of empowerment which are relational and motivationa
[32]. As a relational concept empowerment is comeer
with issues to do with management style and employe
participation. As a motivational construct empowentis
individual and personal, it is about discretiontomomy, A. Sources of Data o
power and control. Employee empowerment helps flons It is cross-sectlonal survey design in nature dhdaaa
enthuse and enable employees to take responsifolity Was collected in two months (May-June).
the service encounter. However according to Empioger B. Population and Sample Size
employees to increase their satisfaction and theAn individual unit of analysis employed in the data
organization’s performance will require a greateroant ~collection from targeted population who are from
of communication than ever thought possible [33jisT operational staff of bank. Total 17 branches ofa®ks
will require management to invest in increased amtwof ~Were selected. The participant banks both fromipusid
time communicating to employees and allowing foprivate sector were ABL, MCB, HBL, UBL, Askari bank
feedback [34]. In addition, it will require that negement Soneri bank, Alfallah bank, NBP, and BOP. The
honestly evaluate the communication styles and oasth population is limited to only 9 banks in Vehari dogime
that are being used in the institution to ensueerttost and budget constrain. Appropriate sampling sizetois
efficient processes possible. ” allow the finding to be generalized to the popoiati

There is numerous theory of motivation that hasnbedherefore only 200 respondents were selected fosah of
studied by various scholars. However, in this stegial 250 employees. Self-administered questionnairespp‘d
exchange theory (SET) is used to explain the sgudyoff’ and “pick up” is conducted and after two month
framework. distributed, only 125 of respondents filled comelet
E. Theoretical Eramework questionnaires, yielding a response rate of 62. [3B}o

Below is the research framework that has beeh. Research Instrument
developed for this study. As discussed earlier, the Employee motivation is the dependent variable while
intention of this research is to examine the refethip of human resource practices, perceived supervisorostpp
human resource practices, perceived supervisorosyppand employee empowerment are the independent

and employee empowerment on employee motivation. Vvariables. The questionnaire is adapted to calirthe
information required for the purpose of this reskaand
written in English.

H1: Human resource practices are positively and
significantly related to employee motivation.

Hla: Recruitment and hiring are positively and
significantly related to employee motivation. “

Ié|1b: Training and development are positively and

significantly related to employee motivation. “

Benefit and compensation are positively and

significantly related to employee motivation. ”

Evaluation is positively and significantiylated to

employee motivation.

Perceived supervisor support is positively and

significantly related to employee motivation.

H3: Employee empowerment is positively and

significantly related to employee motivation.

[ll. M ETHODOLOGY
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D. Data analysis Technique Table Il Descriptive statistic
The quantitative data were entered in the comployer N Mean Std
using SPSS 22. 0. The result will be summarizedgusi Deviation
descriptive statistics (frequency, percentage arehm Employee | 125 411 0.66
Correlation analysis was used to find the affitiati ggg;ﬁ::ggnt 38 RS 5
between two variables. Multiple Regression analyss and hiring : '
cz_arrled out to check what mdepend_ent variables thad Training and| 125 389 0. 624
highest impact on the dependent variable. development
Benefit and| 125 3.69 0. 65
V. FINDINGS compensation
Evaluation 125 3.75 0.71
A. Response Rate Perceived 125 3.63 0.70
A number of 200 questionnaires were distributethto Supervisor
. . support
1_7 branches. A total of 125 questionnaires wernarmet, Employee 125 363 057
yielding a response rate of 62. 50%. Out of the2g 1 empowerment

guestionnaires all were completed, thus 125 retu T AR
questionnaires (62. 50%) were coded and used ftneiu €. Validity and Reliabiliy:
analyses. The response rate was st and ard angtatdee
level of quantitative study. The response rate 2f 8%
was higher than the st and ard 20% acceptable mespo
rates for quantitative studies [36].

As the questionnaire set were taken from previous
research and been adapted therefore every items in
questionnaire had been proven content validity.ciieck
the consistency of reliability Cronbach’s alphafiiorent
was used in this study. It was found that the domsaire
items in this research are in the range of 0. & ® which

Table | Demographic statistic considered acceptable as the minimum benchmarkeof t
E_emograp Classification | Freque Per(‘;f;‘ta minimum Cronbach’s Alpha value is 0. 50 indicated b
ic ncy ge (% ; : ;

Gender Viale 75 632 researchers in their studies [37].

F | 46 36.8 -

ema'e Table 11l Cronbach’s Alpha coefficient

Age 18 - 28 57 45.6 . ,

29 _ 39 45 36. 0 Variables Cronbach’s Alpha | Items

40 — 50 20 16.0 Employee motivation . 0. 891 5

Over 50 3 2 4 Human resource prqctlces 0. 898 11

Recruitment and hiring 0. 851 3

Position Cashier 51 40. 8 _

GBO 40 32.0 Training and development 0. 860 3

Ops manager | 17 13.6 Benefit gnd compensation 0.784 3

Branch 17 13. 6 Evaluation 0. 866 3

manager Perceived supervisor support 0. 955 12
Length of | <1 year service| 43 34. 4 Employee empowerment 0. 831 5
service in | 1-3 year servicg 39 31.2 D. Correlation and Regression
banking 4-6 year service 21 16.8 Table 4 shows the correlation results analysishof t
industry | >6 year service| 22 17.6 study. Correlation analysis carried out and exathithe
Length of | <1 year service| 42 336 relationship between two variables in a linear iashin
service in | 1-3 year servicg 51 40.8 general, for social science, correlation coeffitsenf 0.
current 4-6 year servicg 13 10. 4 10, 0. 30 and 0. 50 regardless of sign, are inglitas low,
Bank >6 year service| 19 15.2 medium, and large coefficient respectively. Table 4

provided the inter correlations of the study vaeabAs
I . shown out of 21 correlations, 19 of the inter catiens
B. Descriptive Statistic: _ were statistically significant. Motivation was falinto

It is used for general observation of the datadr paye significant correlation with all dimensionshafman
variables. The result showed the mean and st add @ggource practices, ranging from r = . 283 (p .0 r =.
deviation on employee motivation (4. 11, 0. 66)g26 (p < . 01). The correlation coefficient between
recruitment and hiring (3. 96, 0. 67), training anGnotivation and perceived support was also signifi¢a=
development (3. 89, 0. 64), benefit and compensgB0 506, p < . 01). However, motivation was founchtve

69, 0. 65), evaluation (3. 75, 0. 71), perceivepesWisor pq significant correlation with employee empowermen
support (3. 63, 0. 70) and employee empowermer3;3.

0. 57).
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F =20.90
*p<0. 05, ** p < 0. 01

1 2 3 4 5 6 7
Employee | 1 Table VI Summary of hypotheses testing
motivation Hypotheses Result
Recruitmen | . 1
tand hiring | 604* H1 Human resource practices ar@artially

* positively related to employegsupported
Training T 1 motivation
ZQSelo e 626* | 576 Hla Recruitment and hiring  areSupported
nt P pos[tive]y related to employep
Benefitand | . . . 1 motivation
compensati| 283* | 357¢ | 469* H1lb Training and development areSupported
on * * * positively related to employep
Evaluation | . ) ) ) 1 motivation

323* 533* 529* 596* Hilc Benefit and compensation aréNot supported
Percaved ) ) ) ) 1 pos[tive]y related to employep
supervisor | 506* | 498+ | 536* | 520* | 566+ motivation
support * * * * * H1d Evaluation is positively related foNot supported
Employee | .082 | . . . 091 | . 1 employee motivation
empowerm 246* 184* 262* 268*
ent * * *
* Correlation is significant at the 0. 05 level tiled) H2 Per.c.e'vled Slljpeg"sor S“pplort iSupported
** Correlation is significant at the 0. 01 level@iled) ﬁqoostli?/\sign refated to - employep

H3 Employee empowerment sNot

E. Regression Analysis
From Table 5, Six model variable explained 51. 5%

Square = . 515, F = 20. 90, p < . 01). Of the fou

positively related to employegsupported
( motivation

dimensions of, only human resource practices, itecent

Hr
T

and hiring B = . 345, p < . 01) and training and The results have shown that all the three hypothitse
developmentf{ = . 386, p < . 01) were significantly andhave been tested, one hypothesis was partiallyostesh

positively related to employee motivation. Meanwhil
benefit and compensation and evaluation had

one hypothesis was supported and one hypothesisotas
Sypported.

insignificant relationship with employee motivation

Hence, hypothesis 1 was partially supported. Pezdei
supervisor support was significantly and positivediated
to employee motivationp(= . 217, p = . 05). Therefore

V. DISCUSSION

, The finding of this study indicated that, humarorese

hypothesis 2 was supported. The findings showed tharactices dimensions with regards to recruitmend an

training and development was the most importanabée
in predicting the bank employee’s motivation. Mehilgy
employee empowerment had an insignificant relatigms

hiring, training and development and supervisorpsuip
are significantly and positively related to empleye
motivation. On the other h and , employee empowetme

with employee motivation. Thus hypothesis 3 was ndtas an insignificantly relationship with employee

supported.
Table V Regression Analysis
St and ard Coefficients | Sig.
beta

(constant) 0.
01

Recruitment and hiring . 345* .
000

Training and developmen . 386** .
000

Benefit and compensationp  -0. 93 .
281

Evaluation -0. 23 .
808

Perceived supervisar . 217** .

support 014

Employee empowerment -. 105 .
132

Dependent Variable: Employee Motivation
R Square = 0. 515

motivation. Therefore, the findings show that one
hypothesis (H2) is supported, one hypothesis (Hl) i
partially supported, and one hypothesis (H3) is not
supported.

The primary objective of this study is to examime t
direct relationship between human resources pesctod
employee motivation dimensions (recruitment anéhgjr
training and development, benefit and compensatiod,
evaluation) and employee motivation. Based on the
finding shown in Table 4, the dimensions of human
resource practices (recruitment and hiring, trgjnand
development) have a positive and significant refethip
with employee motivation. Thus the human resource
practices showed significant even not all dimensiare
supported. This aligns with previous findings thaist of
human resource practice influences by recruitmemt a
hiring can increase employee motivation to perfdm
their job [38].

Benefit and compensation had insignificantly redate
employee motivation. On the finding, this dimensi®not
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positively linked to employee motivation among banland compensation, and evaluation), perceived sigoerv
employee. All this maybe among the employee is mosupport and employee empowerment.

focus and want the different thing to motivate themch

According to the research findings, there were few

as training, development, supervision or other. &M@y, positive relationships between all the variablesthif
previous literature stated that compensation witle t study. The results revealed that human resourcgigea
desired behaviors helps to reach organizationalsgmad dimension with regard to dimension of recruitment a
it improves motivation [39] and the immediate effée hiring, and training and development were signifiba

increase employee motivation.

and positively related to employee motivations. ©tieer

Dimension of human resource practices with regard two dimensions of human resource practices wittanekg

evaluation was found insignificant
motivation. The bank staff doesn’t find evaluatiorio
their job practice suit and perform well to moteahem.
Researchers stated, evaluation is vital to emplépesvs

to employedo benefit and compensation, and evaluation wareddo
have insignificant relationship with employee mation.
Finding also revealed that supervisor support had a
significant
what are they not achieve and which part they i  Meanwhile, employee empowerment was insignificantly

relationship with employee motivation.

concern. Management must manage well this pratbice related to employee motivation.

ensure employee get inform and make an adjustneent t
enhance the job productivity [40]. The evaluatiemgwse

to measure employee achievement but it is alsvdtuate
and prepare what the training that employee need;
Employee will gain motivation if company concern to
improve their job.

The second objective of this study is to examine th,
direct relationship between supervisor support an
employee motivation. Based on the finding shown in
Table 4, the variable has a significant relatiopsiith
employee motivation. This is align with previousidy 31
that supervisor support can easily enhance employee
motivation to prepare training activity [41, 42].hd
researcher stated, employee enhance motivation wHéh
supervisor support cooperation in training, adverag,
and information securing and give acknowledgment tg]
employees.

The third objective of this study is to examine tiect (6]
relationship between employee empowerment and
employee motivation. Based on the finding shown iy
Table 4, employee empowerment had insignificant
relationship with employee motivation. It is beocaus
employee empowerment is well motivated and affectdd
those employees working at some position such egshi
GBO and Ops manager. They are the person directf}
dealing with customers and need autonomy to make an
immediate decision. Employee who has autonomy 'gio]
doing their jobs could display high commitment an
motivation, and this will leads to decrease in sujgeon.
This is aligned with others findings who clarifigdat
empowered employees will respond to client needhes
emerge, they will react rapidly about the complant
will take individual pride in ensuring that service
encounters are a success [43, 44].

This study is conducted only in 17 branches of Bkba
in vehari because of limited time and cost saving.

[11]

[12]

Additionally, the population is restricted to ontliese [13]
bank staff and not covered other banks.
V1. CONCLUSION [14]

The purpose of the study was to examine thgs
relationships between human resource practices
(recruitment and hiring, training and developméet)efit
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