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Abstract

This study examines the effect of human resource management practices on employee job
satisfaction and to examine whether human resource management practices can also reduce
employee turnover in the garment industry, Myanmar. To achieve the objectives of this study, the
secondary data was used by collecting the recorded organization data from internet, textbooks, and
related research papers. The findings indicated that human resource management practices namely,
recruitment and selection, training and development, performance appraisal, compensation and
benefits are the influencing factors of employee job satisfaction. The results showed that all the
human resource management practices strongly affect the satisfaction of the employees. Moreover,
the study found that especially employee job satisfaction is the most influencing factor of the
turnover rate of employees in the organization. In addition, this study also indicated that employee
job satisfaction and employee turnover are directly related to each other. Most garment industries
in Myanmar have a lack of HR planning analysis, no specific HR department, and no systematic
HRM practices. As for suggestions, the garment factory should set up the full-fledged Human
Resource Department with competent officials who have expertise related to various functions of
the department and should apply systematic Human Resource Management practices. Therefore,
this study attempts to highlight a more comprehensive understanding of employee job satisfaction
and employee turnover based on human resource management practices of the garment industry in

Myanmar.
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CHAPTER 1

Introduction

1.1 Background of the Study

For competitive market nowadays, human resources become one of the most important
assets in almost all organizations. Their competency, skill, knowledge, and experiences are essential
to the success of organizations. Their efforts can also enhance in productivity, quality, new
technology and new ideas which can accomplish to customer needs and wants and make the product
gets into the market (Chong et al., 2020). Employees are a major resource that organizations can use
strategically to gain competitive advantage. Therefore, many companies use various kinds of
strategies to motivate and maintain their employees.

People management is very important for business success today. Employees are the most
important asset in an organization. And it is difficult to maintain. Employee retention in an
organization depends on remuneration, good opportunities, compliance with company policies,
incentives, and evaluation of job quality. Many factors influence this, such as compensation plans,
employee ratings, and the job itself (Cloutier et al., 2015). Low employee turnover indicates that
employees are satisfied with their jobs.

The garment industry in Myanmar has seen significant growth in recent years, emerging as
a crucial sector in the country's economy. This growth, driven by favorable trade agreements,
competitive labor costs, and increasing foreign investment, has also brought challenges related to
workforce management. Human Resource Management (HRM) practices play a pivotal role in
addressing these challenges, influencing both employee job satisfaction and turnover rates.
According to Zhu & Liu (2019) effective HRM practices are essential for maintaining a motivated
and stable workforce, which is critical for sustaining the industry's growth.

However, despite its importance, the garment sector in Myanmar has been characterized by
high employee turnover rates, which can be attributed to various factors including inadequate HRM
practices, poor working conditions, and limited opportunities for career advancement (International

Labour Organization, 2021). Studies suggest that improving HRM practices, such as employee



training, compensation, and workplace safety, could lead to higher job satisfaction and reduced
turnover, ultimately benefiting both employees and employers (Zhu & Liu, 2019). Understanding
the relationship between HRM practices and employee outcomes is essential for developing
strategies to enhance job satisfaction and reduce turnover in the garment industry in Myanmar.

In general, Myanmar has a strong textile base, but the country's isolation and international
sanctions have hit the industry. However, Myanmar's continued development is helping to revive
the country. In fact, since the lifting of sanctions, the textile industry has been the main driver of
growth in Myanmar's manufacturing sector and a key driver of economic growth in general (Kojima
& Ohno, 2022). According to the Myanmar Garment Manufacturers Association (MGMA), it is one
of Myanmar's main exports, generating significant revenue and employing 450,000 people (90%
female) in more than 600 factories.

In Myanmar's garment industry, high turnover rates and low job satisfaction have been
identified as significant issues that hinder the industry's growth and development. The labor-
intensive nature of the garment industry, coupled with poor working conditions, low wages, and
limited opportunities for career advancement, contributes to these challenges. Research by Al-
Suraihi, 2021 highlights that inadequate HRM practices, such as lack of employee engagement and
poor communication, exacerbate these issues, leading to a cycle of high turnover and low morale.
Addressing these challenges through improved HRM practices is crucial for the sustainability of the
garment industry in Myanmar, as it can lead to higher employee retention, increased productivity,
and overall better organizational performance.

According to the European Union (EU), textiles were Myanmar's largest export to the EU
in 2017. Overall, the EU is Myanmar's largest textile importer. Other major importers from
Myanmar include Japan, South Korea, and the United States. China is also an important trading
partner, as most of the garments are imported domestically, but the final product is sent to China
(Huynh, 2016). The garment industry is active, exporting and using standard technology. Clothing
companies often require employees to work. Skilled workers are needed to understand the
technology. In the development process, key personnel have become important in the garment
industry because the ability to retain key personnel is the key to future survival.

Now, local businesses face the problem of switching from one company to another. Many

organizational leaders are aware of these challenges and recognize the need to retain skilled and



motivated employees who will contribute to the success and achievement of the organization. The
challenge for most organizations today is to create effective employee retention programs that help
retain employees who are considered important to the success of the organization's brand
(Ramapriya & Sudhamathi, 2020). For retaining the most important asset, best human resource

practices are needed to be used.

1.2 Problem of the Study

There is currently very little general understanding of the relationship between employee
engagement and employee satisfaction, and how the two relate to each other. Employee satisfaction
depends on the mood and emotions of the employee. This is because it has a significant impact on
employees' professional lives and has a significant impact on performance, honesty, teamwork
commitment, relationships with other employees and employee behavior (Elrehail, 2020).

Human Resource Management (HRM) is important in socio-economic areas related to the
demands of the workplace. Implementing a systematic approach to HR management in relevant
tasks is critical to managing happiness and well-being in the workplace. In addition to increasing
productivity, it is also necessary to reduce workplace conflict (Imm, 2021). Common problems in
various sectors of the Myanmar economy are unemployment, poor labor-employer relations, lack
of organizational structure, workplace policies, poor law enforcement, policies negative and low
service reliability law. These incidents are often caused by poor resource management practices in
the workplace and conflicts between employers and employees due to poor resource management
in the workplace. Conflict between employer and employee can affect not only the workplace, but
also the family life of each employee (Bernhardt et al., 2017).

The garment industry in Myanmar, while a significant contributor to the nation's economy,
is plagued by persistent issues related to human resource management (HRM) practices that
adversely affect employee job satisfaction and turnover rates. One of the central problems is the
inadequacy of HRM practices in addressing the needs and expectations of the workforce. Many
garment factories operate under conditions that are far from ideal, with employees often facing long

working hours, low wages, and minimal benefits. These factors, combined with a lack of effective



HRM strategies such as proper training, fair performance appraisals, and career development
opportunities, contribute to widespread dissatisfaction among workers.

High turnover rates in Myanmar’s garment industry not only disrupt operations but also
lead to increased costs related to recruitment, training, and lost productivity. This is further
exacerbated by the fact that many HRM practices in the industry are reactive rather than proactive,
focusing on short-term fixes rather than long-term solutions. Research by (Cyriac, 2018) indicates
that the lack of employee engagement and inadequate communication from management further
alienates workers, making them more likely to leave their jobs in search of better opportunities
elsewhere. This revolving door of employees creates a volatile work environment, where both job
satisfaction and organizational stability are compromised. Addressing these problems through
comprehensive and well-structured HRM practices is essential for reducing turnover and improving
job satisfaction, ultimately leading to a more sustainable garment industry in Myanmar.

However, garment manufacturers in Myanmar face these problems: unemployment is a big
problem, a big change; neither employees nor employers have much experience in community
relations and engagement at the company level (Cyriac, 2018). Employers and employees are
unfamiliar with labor laws and human resource management procedures. These points are specific
issues between employers and workers in the garment industry that are a source of conflict, many
of which have been neglected due to socio-economic factors. Garment factories face many problems
in the workplace, such as low productivity, high costs and many conflicts (Romeo & Lins, 2020)
Therefore, employee turnover has become a significant problem as employee leaves organization.
Hence, the main struggle of Garment Industry in Myanmar is retaining the skilled employees. An
organization cannot function normally without competent employees. For this reason, analyzing the
effect of HRM practices on employee satisfaction and employee turnover in Myanmar’s garment

industry is essential to gain a competitive advantage.



1.3 Objectives of the Study

In this research, there are two main objectives.

1. To examine the effect of human resource management (HRM) practices on
employee job satisfaction in the garment industry in Myanmar.

2. To analyze the effect of human resource management (HRM) practices on

employee turnover in the garment industry in Myanmar.

1.4 Scope of the Study

This research focused on human resource management practices of garment industry in
Myanmar. This study also examined the effect of human resource management practices on
employee job satisfaction and turnover. The study provided recommendation for future issues
related to employee job satisfaction and turnover to achieve objectives of the organization and
growth of organization. This research analyzed the previous studies, journals, website, textbooks,

and records of garment industry in Myanmar.

1.5 Significance of the Study

Through this research, it can be found that the most influencing practices in human resource
management of garment industries in Myanmar. By improving human resource management
practices within the organization, employee become more satisfied and turnover rate can be reduced.
When the employees are satisfied in organization, their performance and productivity will be more
increased. If the organization can reduce the turnover rate, it will be able to retain employees. Thus,
it can reduce training cost and time to train new employees. The findings of this research give
valuable information for the growth of garment industry and contribute to the continuous

achievement of garment industry in Myanmar.



CHAPTER 2

Literature Review

2.1 Human Resource Management (HRM) Practices

Human Resource Management (HRM) is a necessary part of every organization which
targets to manage people and achieve towards the desired goals through the implementation of a
series of activities (Boon, 2019). The existence of human resource management is related to the
beginning and development of an organization which defined as a formal constitution of people who
work together to achieve the organization’s goals. The main objective of HRM is to achieve the
organizational goals by using people (Bonache & Festing, 2020).

Human Resource Management (HRM) theories provide a framework for understanding
how organizations manage their workforce to achieve both employee satisfaction and organizational
goals. Several foundational theories underpin HRM practices, each offering different perspectives
on the management of human resources. One key theory is the Resource-Based View (RBV), which
posits that an organization’s workforce is a vital resource that can provide a sustainable competitive

advantage when managed effectively.

According to Barney (1991), resources that are valuable, rare, inimitable, and non-
substitutable (VRIN) are crucial to an organization's success, and the effective management of
human resources can transform the workforce into such a resource. HRM practices such as
recruitment, training, performance management, and compensation are vital for developing and
maintaining this valuable workforce, leading to improved organizational performance and employee

satisfaction.

Nowadays, as the global market grows more challenging and unstable, many firms may
concentrate on human resource practices to overcome the problems and increase in advantages over
its competitors. Human resource practices are acknowledged as a basic part of the organization
because they enhance the good performance of the organization and help to create a supportable

advantage depends on highly skilled employees (Satyendra, 2020).



Human resource practices can improve an organization’s abilities, knowledge, creativity,
cooperation, commitment, and the result. Additionally, it is a technique which establishes the
attitudes and behaviors of the employees and sets up the relationship between the organization and
employees (Alsafadi & Altahat, 2020). Thus, it helps the organization to achieve its objectives by

motivating the employees to apply more efforts based on innovation and creativity.

There are many aspects of human resource practices that have an impact on employee
retention including rewards and benefits, recompense, training and development, workplace, and
work-life harmony. Employee retention is positively correlated with HRM practices like reward,
work-life balance, organizational commitment, employment opportunities, and supervisor support

(Kin & Ahmad, 2022).

Additionally, Herzberg’s Two-Factor Theory distinguishes between hygiene factors, such
as salary and working conditions and motivators, such as achievement and recognition in
influencing job satisfaction. Herzberg asserted that while poor hygiene factors can lead to
dissatisfaction, it is the presence of motivators that truly drive employee satisfaction and
performance (Herzberg, 2024). Effective HRM practices that focus on both eliminating
dissatisfaction and introducing motivators can lead to a more motivated and committed workforce,

reducing turnover and increasing job satisfaction.

The position of the employer and the commitment of employees positively influence the
effective implementation of human resource management systems. Human Resource Management
(HRM) includes many practices such as training and development, recruitment and selection, job
analysis, compensation and reward, employee relations and performance appraisal enable
employees to work better to improve the performance of the organization (Malik & Baig, 2020). All
these practices should be implemented to complete high level of employee job satisfaction and

employee turnover in the organization.



2.1.1 Recruitment and Selection

Recruitment and selection are critical components of human resource management (HRM)
practices that significantly impact an organization's ability to attract and retain a talented workforce.
The literature on recruitment and selection emphasizes that these processes are foundational to
organizational success, as they ensure the right individuals are placed in the right roles, which
contributes to overall organizational performance and employee satisfaction. According to Breaugh
and Starke (2000), effective recruitment practices involve identifying and attracting a pool of
qualified candidates from which the best candidate can be selected. The authors argue that the
effectiveness of the recruitment process directly influences the quality of the applicant pool and,

consequently, the caliber of employees hired (Breaugh, 2000).

From a human resource management point of view, one of the most important and most
difficult ways to manage people to achieve the goals of the organization is the process of recruitment
and selection. The results of the recruitment and selection process can greatly benefit the
organization if the right people with the combined skills are selected. And it doesn't help if the wrong
people are chosen. This can lead a person to act unwisely (Kandefer, 2020). Recruiting and selecting
within an organization always involves some investment. Bratt & Gold (2012) defined recruitment
as the process of creating a pool of suitable candidates for employment within an organization.
Selection after hiring. Once the right candidates with the right skills and talents are identified, a
rigorous selection process is guaranteed (Davis, 2019). This process is typical of many

manufacturing projects.

2.1.2 Training and Development

Training and development are an organizational subsystem that focuses on improving the
performance of individuals and groups. Training can be described as an attempt to develop
additional skills needed now or in the future to raise an employee's level of performance. Training
means equipping new or existing employees with the skills they need to do the job, for example by

showing them how to do their job. Training may include job descriptions for new employees from



existing employees or daily on-the-job training and multi-week classroom training (Karim, 2019).
Training can be used as a tool to increase employee performance and productivity to improve

organizational performance.

According to Noe (2018), training is a systematic approach to learning and development
that improves individual, team, and organizational effectiveness. The author highlights that well-
designed training programs, tailored to the specific needs of employees and aligned with
organizational goals, can lead to significant improvements in productivity, job satisfaction, and
employee retention. Development, on the other hand, is a broader concept that focuses on the long-
term growth of employees, including their career progression and personal growth (Watson, 2018).
The literature on training and development within HRM practices highlights the critical role these
activities play in enhancing employee capabilities and achieving organizational success. By
investing in targeted training and comprehensive development programs, organizations can not only

improve job performance and satisfaction but also build a more skilled and committed workforce.

2.1.3 Performance Appraisal

Performance appraisal is the process of monitoring and evaluating the performance of
employees, record the results of appraisal and give advice to employees. Experienced managers
provide feedback and support regarding the appropriateness of employee performance elements in
appraisals (1) the goals of rating systems through design and processes such as rating scales, and (2)
training managers in the proper use of performance ratings. Questions for managers to provide

information and advice that will improve employee performance and development (Terra, 2023).

Performance appraisal is a critical aspect of Human Resource Management (HRM)
practices that involves the systematic evaluation of employee performance in relation to
organizational goals and objectives. The literature on performance appraisal highlights its
significance in providing feedback, identifying areas for improvement, and making decisions related
to promotions, compensation, and training needs. According to DeNisi & Murphy (2017),

performance appraisal serves as a key tool for aligning individual performance with organizational
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strategies by setting clear expectations and assessing how well employees meet these expectations.
The authors emphasized that effective performance appraisal systems are those that are fair,
transparent, and based on well-defined criteria, leading to enhanced employee motivation and job

satisfaction (DeNisi & Murphy, 2017).

2.14 Compensation and Benefits

Most of us, even if we love to work, wouldn't do it without a compensation package.
Compensation includes not only salary, but also medical benefits, as well as other benefits such as
commissions, incentives, overtime fee, bonuses, wages, travel / food / accommodation allowances,
and other benefits (medical care, holidays, vacations). Benefits may include annual leave, which is
a special rate when purchasing employer services or products (Kadir & Ismail, 2019). The best
compensation package can attract the best employees to stay with your organization. A
compensation package should be positive to attract interest and increase employee morale,
motivation and satisfaction. If employees are not satisfied, it leads to high turnover and lower quality
of work for the remaining employees. The compensation system that an organization offers to its
employees plays an important role in determining employee performance and retention (Wooll,

2022).

Compensation and benefits are fundamental elements of Human Resource Management
(HRM) practices that directly influence employee motivation, job satisfaction, and organizational
commitment. The literature on compensation and benefits underscores their critical role in
attracting, retaining, and motivating employees. According to Milkovich, Newman, and Gerhart
(2014), compensation includes all forms of financial returns and tangible services and benefits that
employees receive as part of an employment relationship. Effective compensation strategies are
crucial for ensuring that employees feel valued and rewarded for their contributions, which in turn

enhances their engagement and performance (Milkovich et al., 2022).
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2.1.5 Reward System

A reward system is an effective way to motivate employees in companies to improve
productivity, engagement and morale. Employee reward programs refer to programs developed by
a company that reward and motivate employees on an individual or team basis. It is usually
considered separate from salary but can be cash or company expenses. Rewarding good performance
can be a powerful motivational tool that wins appreciation and increases productivity (Noorazem &

Sabri, 2021).

The reward system is a crucial component of Human Resource Management (HRM)
practices that significantly influences employee motivation, job satisfaction, and organizational
performance. The literature on reward systems emphasizes their role in reinforcing desired
behaviors and aligning employee goals with organizational objectives. A well-designed reward
system can motivate employees to perform at their best, foster a culture of excellence, and contribute

to higher levels of employee engagement and retention.

According to Armstrong & Taylor (2014), reward systems encompass both financial
rewards, such as bonuses and salary increases, and non-financial rewards, such as recognition, career
development opportunities, and work-life balance initiatives. The authors argue that an effective
reward system must be strategically aligned with the organization’s goals and tailored to meet the

diverse needs of the workforce (Armstrong & Taylor, 2014).

2.1.6 Employee Health, Security and Safety

Health and safety programs are concerned with protecting workers and others from hazards
posed by others who are affected by what their employment, job, or business creates. They are
occupational health and safety management managers/inspectors at all levels (Jonathan & Mbogo,
2016). Employee health, security, and safety are critical components of Human Resource
Management (HRM) practices that significantly influence organizational performance and

employee well-being.

The literature on these topics highlights the importance of creating a safe and healthy work

environment, which not only ensures the physical and mental well-being of employees but also
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enhances productivity, job satisfaction, and retention. According to Cascio (2019), effective health,
safety, and security programs are essential for reducing workplace injuries, illnesses, and accidents,
which in turn lowers costs related to workers' compensation, legal liabilities, and lost productivity.
The author emphasizes that organizations with strong safety cultures are more likely to experience

higher employee morale, lower absenteeism, and reduced turnover rates (Cascio, 2019).

2.2 Employee Job Satisfaction

Employee satisfaction can be defined as the well-being of employees in a company.
Employee satisfaction can be measured as satisfaction brought about by working conditions, salary,
and wage structure, playing conditions and how employees are monitored in the system (Wen &

Yan, 2021).

Clarke (1997) argued that if employees are dissatisfied with their assigned work, they are
unsure about factors such as their rights, unsafe working conditions, uncooperative colleagues,
disrespecting their supervisor and not being accommodated. They feel disconnected from the
organization during the decision-making process (Andrade, 2019). In addition, the author points out
that in our time, companies cannot afford disgruntled employees, who will be fired because they do
not meet the standards or expectations of their boss, which results in more employees, and spend
money to hire new employees. Therefore, it is beneficial for companies to provide employees with
a work environment where their opinions are valued and where they feel included in the
organization. Employee morale needs to be high, and this will reflect in their performance and with

poor behavior they will be less likely to seek improvement (BasuMallick, 2021).

Many companies do not realize the importance of employee satisfaction, which leads to
many problems at work. The organization is internally weak and therefore unable to launch new
products in the market to beat competitors. Employees are an important component in achieving the
mission and vision of the business (Mendoza, 2019). It is essential for organizations to ensure that
employees possess the skills and support needed to meet established performance standards.

Employee satisfaction is critical to meeting organizational standards, and employees need a
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workplace that allows them to work safely, preventing them from doing their jobs perfectly.
Employee satisfaction generally reflects how much an employee enjoys their job (Edwards, 2020).
Spector (1997) further explained that if employees perceive that the company values them and they
are satisfied with their organization, they have a sense of belonging and high loyalty to the

organization.

Job satisfaction of employee displays high productivity, motivation, and low employee
turnover. On the other hand, job dissatisfaction shows the lack of motivation, poor performance,

and negative attitudes. Low job satisfaction can also lead to high turnover rates of employees.

Eventually, the employee will quit sooner or later to find a better job that they enjoy doing.
A lot of industries, such as the garment industry, have high turnover rates and are unable to retain

many skilled employees (Namugawe, 2020).

Employee job satisfaction is influenced by various factors such as working conditions,
nature of work, observation, procedure and administration, development, compensation,

interpersonal relationships, acknowledgement, and empowerment.

2.2.1 Basic Pay

For most employees, the primary motivation for working is the salary they receive. Money
plays a critical role in fulfilling personal needs and enhancing an individual’s social status. Providing
fair and timely compensation is essential, as it not only ensures financial stability but also fosters

job satisfaction.

2.2.2  Working Conditions

Employee’s satisfaction with the work is also influenced by working conditions. When
individuals work in a clean and supportive environment, they find it easier and more enjoyable to
come to work. Employees may have an important effect on the satisfaction of work when working

condition is either special or poor (Phadke, 2023).
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2.2.3 Empowerment

Empowerment is an effective technique to foster expertise because it creates a productive
and secure environment where people can obtain new abilities and skills. The most important thing
of empowerment is to give new talents to enhance the value of personal development for employees.
Employee job satisfaction is completely and significantly correlated with employees’ knowledge of
the goals, principles, and policies of their organization, which managers should take into account
when making decisions process. Participation by employees in organizational events may increase

job satisfaction level (Rana & Singh, 2016).

2.3 Employee Turnover

Satisfaction with the job directly affects the circulation or turnover of employees.
Employees who are satisfied with their work bring positive effects and desired tasks, which can
increase efficiency and productivity. Additionally, it also helps reduce the lack of work and the rate

of turnover, which is reflected in reducing employment costs (Ismael, 2020).

According to Staw (1980), turnovers can have both beneficial and bad consequences in the
organization. As a result of negative effect on having to replace staffs with a high expense, the
organization must give most time and choose activities for advice and elections which will increase
the responsibilities of management (Alex, 2021). According to Robbins & Judge (2015), turnover
specified to "withdrawal with voluntary and involuntary from the organization", interpreted as
someone departure from the organization voluntarily and not voluntarily (Holliday, 2021).
According to Pitts, Marvel & Fernandez (2011), turnover can lead to a major problem for the
organization, the costs of turnover may cause the organization to fail. Business leaders may not be
aware of the causes behind the turnover. There is a chance to change the results if business leaders
can figure out why employees are considered out about quitting the organization before they actually
go out. Ong and Koh (2018), stated that due to the high costs involved, various organizations focus

on retaining talented employees and reducing the turnover rate (Shah & Sajjad, 2020).

Hay (2002) found that most of the employees choose a career based on learning

opportunities and development as the main purpose for remaining in the organization, which leads
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to satisfaction in the work. According to the Ingsih (2020), most organization measure the
satisfaction of employees every year by using the survey to reduce the rate of employee turnover,
which is the most significant for the company. If the organization gives more chances to the
employees to engage in challenging and exciting work, they will be more involved and satisfied in
organization, more devoted to their organization, and finally there is a less chance of going out of
the organization (Chin, 2018). The factor affecting employee turnover which are highlighted by

Nawaz (2009) are shown as below.

2.3.1 Job Satisfaction

The satisfaction with job is happiness at work which makes the work more interesting.
Spector (1996) specified the satisfaction of the work as "An emotional status that is satisfactory or

positive, which is the result from evaluation of someone’s work or workplace experience."

2.3.2 Organizational Commitment

The determination of the organization plays an important role in limiting the minds of each
person to resign. When compared to uncommitted workers, committed workers consistently have

higher attendance figures and remain in a company for longer periods of time.

2.3.3 Work Environment

Working conditions play a very important role in increasing the satisfaction of the work
and determination of organizations in the labor community. According to Dawson (1986), the work

environment, includes factors or qualifications with work conditions and all situations for workers.

2.3.4 Career Management

The garment industry in Myanmar has fewer potential for low-level workers to grow and
build long-term careers. There are some reasons related to this factor, such as 90% of workers who
do not have the required knowledge, lack of proper skills and absence interpersonal relationships
within the industry. These issues may lead to a lack of motivation or opportunities for workers to

grow and develop. In this condition, workers have never argued to promote higher determination
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and profit from this organization. Therefore, organizations need to consider employees’ needs for

career management to improve productivity of employees (Rajapaksha, 2015).

2.3.5 Monetary Reward

A monetary award is something that the employer provides an employee in exchange for
his or her services, such as cash or equivalent. Here, the award is equivalent, including fringe

benefits, medical services, and provident funds, etc.

2.4 Previous Studies

This section presents previous research studies on the impact of human resource

management practices on employee job satisfaction and employee turnover.

The relationship between satisfaction of employees and human resource management
practices has increased approaching rapidly in the current research. Different researchers argued
that in those companies that have managed and perceived the organizational practices as an
investment, the turnover rate must be reduced (Biason, 2020). The previous studies about how HRM
practices that have influenced on the satisfaction of employees, both international and local, is
previously proceeded and they focus on HRM practices including the satisfaction of employees. If
the organization will develop and proceed according to the motivation plan for all employees in the

organization, the employee's turnover rate will decrease (Shah & Hashim, 2019).

Ijiigu (2015) investigated the effect of human resource management practices on the
satisfaction of employees in Ethiopia Bank. The study shows that the training and development,
evaluation and reward package have high positive correlations with the satisfaction of employees
whereas recruitment and selection is found to have a moderate but positive link with employees’
job satisfaction (Ahmed & Zaman, 2017). Furthermore, the regression result demonstrates that job
satisfaction of employee is significantly and positively impacted by recruitment and selection,

training and development, performance appraisal and compensation package. Organizations can
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maintain their employees with employees’ job satisfaction in the workplace. Hence, the turnover of

employee depends on the employees’ satisfaction (Badre, 2021).

In the manufacturing industry in Malaysia, Hee (2018) did the analysis called Human
Resource Management Practices and Employee’s Turnover. The main purpose was to observe the
impact of Human Resource Management (HRM) practices (recruitment and selection, training and
development, compensation and benefits) on employees’ turnover. The survey questionnaire was
compiled by 60 applicants who worked in the Malaysia’s manufacturing industry. They discovered
that compensation and benefits was the key factor which influenced the employees’ turnover.
Therefore, industrial companies should make additional efforts in this part to maintain talent and

reduce the rate of turnover of its workforce (Hee & Yan, 2018).

The study by Wright & Boswell (2002) aimed to investigate the relationship between HRM
practices and employee job satisfaction and turnover intentions. Specifically, the researchers sought
to understand how various HRM practices, including recruitment, selection, training, and
performance appraisal, impact employees' job satisfaction and their intention to leave the
organization. The study utilized a sample of 350 employees from various industries, including
manufacturing and service sectors. Data were collected through a structured questionnaire that
assessed HRM practices, job satisfaction, and turnover intentions. The questionnaire included both

Likert-scale items and open-ended questions to capture a range of employee perceptions.

The data were analyzed using multiple regression analysis to determine the impact of HRM
practices on job satisfaction and turnover intentions. The researchers also employed factor analysis
to identify underlying dimensions of HRM practices. The study found that effective HRM practices,
particularly those related to training and development, performance appraisal, and fair
compensation, had a positive impact on employee job satisfaction. Conversely, inadequate HRM
practices were associated with higher turnover intentions. The results suggested that organizations

implementing comprehensive HRM practices could reduce turnover by enhancing job satisfaction.

The study by Jiang & Lepak (2012) aimed to investigate the effects of high-performance
work systems (HPWS) on employee job satisfaction and turnover. The researchers examined how

HPWS, including practices such as selective staffing, extensive training, and performance
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management, influence employee outcomes. The study surveyed 600 employees across various
industries, including technology and retail. Data were collected using online surveys that assessed

HPWS practices, job satisfaction, and turnover intentions.

The researchers used confirmatory factor analysis (CFA) and structural equation modeling
(SEM) to analyze the relationships between HPWS practices and employee job satisfaction and
turnover. The study found that HPWS practices positively affected employee job satisfaction and
negatively impacted turnover intentions. The results indicated that HPWS practices, which include
a combination of rigorous recruitment, training, and performance management, enhance employee

satisfaction and reduce turnover.
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2.5 Conceptual Framework

Independent Variables Dependent Variable

HRM Practices
Employee Job Satisfaction
Recruitment and Selection .
Training and Development * BasicPay
Performance Appraisal * Working Conditions
Compensation and Benefits * Empowerment
Reward System

Health, Security and Safety

Y

Employee Turnover

Job Satisfaction
Organizational Commitment
Work Environment

Career Management
Monetary Reward

Figure 1: Conceptual Framework

The conceptual framework of this study is established based on theoretical concepts and
previous findings. In the conceptual framework, independent variables include six factors of HRM
practices, namely recruitment and selection, training and development, performance appraisal,
compensation and benefits, reward system and health security, and safety. Dependent Variables
include employee job satisfaction (basic pay, working conditions, empowerment) and the turnover
of employees. The purpose of this conceptual framework is to find out the relationship between
employee satisfaction and turnover of the employee. This conceptual framework describes how
HRM practices affect employee satisfaction and how employee turnover is affected by the

satisfaction of employee in the garment industry in Myanmar.
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CHAPTER 3

Research Methodology

3.1 Research Design

This research utilized a secondary research design to determine the impact of human
resource management (HRM) practices on employee job satisfaction and turnover in the Myanmar
garment industry. Secondary data was collected from various sources such as journal articles,
industry reports, government publications, and organizational case studies. Academic journals and
research papers shed light on current HRM practices and their effect on employee satisfaction and
turnover, in a global context as well as in developing countries such as Myanmar (Kundu &
Gahlawat, 2016). Industry reports, like those of the Myanmar Garment Manufacturers Association
(MGMA), provide more detailed information on working conditions and human resource policies
and turnover rates unique to the Myanmar garment industry. Besides this, government publications,
for example, the Ministry of Labour's reports on labor laws and the labor force statistics, provide a
thorough background of the regulatory frameworks that affect HRM practices and employee welfare
(MGMA, 2024). Case studies of other third world countries offer comparative light, help to see how
HRM practices affect similar situations (Wright & Rebecca, 2010). This secondary data was then
rigorously analyzed to find any consistent trends and relationships among HRM practices, employee

job satisfaction and turnover.

3.2 Data Collection

Data collection refers to gathering and analyzing information that has already been
collected, documented and published by others. It allows researchers to leverage established
knowledge, empirical knowledge and empirical evidence, offering a border understanding of the
topic without the need for extensive fieldwork. The choice of data collection methods depends on

the research design, objectives, and nature of the data needed.
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In this study, the researcher mainly used the secondary data collection method. Secondary
data analysis involves using data that has already been collected by other researchers or
organizations. This method can include analysis of existing datasets, reports, or archival records
(Vartanian, 2010). Secondary data is valuable for research that aims to explore historical trends or

validate findings from primary data.

3.3 Sources Utilized

Academic Journals and Reports

This research on the impact of HRM practices on employee job satisfaction and turnover
in Myanmar's apparel industry used many secondary sources for a thorough review. This study
primarily relied on scholarly journals and books which discuss HRM theories and practices,
especially in Third World countries. For example, Kundu and Gahlawat (2016) examined HRM
practices in emerging economies, and their work offered a theoretical foundation for the importance

of HR practices in employee satisfaction and turnover.

Industry Reports

Industry reports, including those published by the Myanmar Garment Manufacturers
Association (MGMA), were crucial for understanding the specific challenges and opportunities
faced by the garment industry in Myanmar. These reports contain detailed data on employment
conditions, workforce demographics, and the turnover trends prevalent within the sector (MGMA,
2024). Furthermore, governmental publications from the Myanmar Ministry of Labor provided
essential information on labor laws, regulatory policies, and workforce statistics, offering a
contextual understanding of the HRM environment in the country (Myanmar Ministry of Labour,

2023).

Case Studies

The research also included some foreign case studies of HRM practices in other third world
countries in order to compare and contrast. Such as, Wright and Kehoe's (2021) work on HRM
practices in new economies which has contributed to the understanding of how these practices affect

job satisfaction and turnover, both similarities and differences in these economies. These were
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necessary in placing the analysis in the general HRM discussion without losing sight of Myanmar's

distinct socio-economic context.

3.4 Data Analysis

Data analysis for secondary data involves examining data that has already been collected
by other researchers or organizations to address new research questions or validate existing findings.
This process is crucial for drawing meaningful conclusions and making informed decisions based
on pre-existing data. Secondary data analysis can be highly efficient and cost-effective, leveraging
previously collected information to provide insights into various research topics.

Before analysis, secondary data must be cleaned and validated to ensure its accuracy and
completeness. This process involves identifying and addressing issues such as missing values,
inconsistencies, and errors in the data. According to Saunders et al (2019), data cleaning is a critical
step that ensures the integrity of the data and prepares it for effective analysis. Integrating data from
multiple sources may be necessary if secondary data is obtained from various databases or studies.
Data integration involves combining datasets in a way that allows for coherent analysis. This can
include aligning variables, matching data formats, and addressing any discrepancies between

datasets (Vartanian, 2010).
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Keywords

Influencing Factors

Finding/Sources/References

1.HRM Practices

1.Recruitment and Selection

Many companies do not carry out a proper selection process and
select employees for vacancies based on the type of resume and
documents required, instead of conducting interviews, they only

focus on checking identity documents (Khine, 2022).

2.Training and Development

Training and development programs to value employees and
improve employee performance. Training is sometimes done in the
company, sometimes by MGMA and other professionals (Naing,

2022).

3.Performance Appraisal

Most garment manufacturing companies do not have process
evaluation methods and are very poor at analyzing the work of their

internal conversion processes (Khine, 2022).

4.Compensation and Benefits

Compensation is very important to employees. Because it affects
social status, happiness, willpower and work performance (Win,

2022).

5.Reward System

Wai discovered that offering competitive wages and salaries,
rewards and benefits, and special opportunities like vacation and

insurance can boost employee happiness and loyalty (Wai, 2019).

6. Health, Security and Safety

Khine (2022) found that most employees do not comply with
occupational health and safety regulations. Therefore, all clothing
companies must ethically and legally comply with occupational

safety and health rules and regulations.

2.Employee Job Satisfaction

1.Basic Pay According to past researchers, a good starting salary can be a strong
factor in job satisfaction that leads to increased organizational
performance (Raza & Khan, 2019).

2.Working Conditions Robbins (2001) stated that a positive work environment and it can

affect employee job satisfaction because employees perceive the
physical workplace, which leads to positive employee satisfaction

(Fouzder & Saha, 2020).




24

3.Empowerment

According to Sarkissian, the most important factor in the long-term
success of any industry is motivated employees. Stress has a
positive effect on motivation leading to better performance (Hill,

2019).

3.Employee Turnover

1.Job Satisfaction

Job satisfaction affects employee productivity, performance and
ultimately lower turnover and employee retention. Lack of
satisfaction or low job satisfaction can negatively affect employee

performance and encourage them to quit (Mamum & Hasan, 2017).

2.0rganizational

Commitment

Organizational support increases employee morale and employee
loyalty. The more employees are controlled, the less likely they are

to delegate (Ahmad, 2018).

3.Work Environment

Lack of adequate lighting, air conditioning system, toilets and basic
equipment in the work environment can cause employee

absenteeism (Mamum & Hasan, 2017).

4.Career Management

The purpose of corporate governance is to make employees
satisfied with the organization. Organizations should provide
opportunities for employees to clarify their career goals and learn
how to manage their work and achieve goals while working for the

organization (Win, 2022).

5.Monetary Reward

According to Robert, the US Department of Labor found that 46%
of employees quit because they were not promoted, and managers
could not manage this large turnover, because of inadequacies in

the workers’ compensation system (Sethunga & Perera, 2018).

Table 1: Methodology Analysis




25

3.5 Limitations

Secondary data may not always align perfectly with the research objectives of a new study.
The data might have been collected for different purposes, making it potentially unsuitable for
answering specific research questions (Vartanian, 2010). Researchers may face challenges in
finding data that closely matches their needs, which can limit the scope and depth of the analysis.
The quality of secondary data is dependent on the methodologies used by the original researchers.
Issues such as measurement errors, biases, and inconsistencies can affect the reliability of the data
(Heaton, 2005). Additionally, secondary data might lack detailed information or have incomplete
records, impacting the accuracy of the analysis.

Secondary data may be outdated, especially if it was collected several years ago. Changes
in social, economic, or political contexts can render older data less relevant or less reflective of
current conditions (Saunders et al., 2019). Researchers must consider the time period of the data and
its relevance to contemporary issues. Using secondary data can involve ethical and legal challenges,
particularly concerning data privacy and consent. Researchers must ensure that the use of secondary
data complies with ethical standards and legal requirements, which can be complex if the data was

obtained from sources with varying regulations (E-Alarm, 2022).
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CHAPTER 4

Findings and Discussion

The effect of Human Resource Management (HRM) practices on employee job satisfaction
has been a significant area of study. Research findings indicate that effective HRM practices can

substantially impact employee job satisfaction and turnover.

4.1 Recruitment and Selection

Research shows that when recruitment and selection processes are designed to accurately
match job candidates with the roles and organizational culture, it leads to higher levels of job
satisfaction. For instance, a study by (Breaugh, 2000) found that realistic job previews, which
provide candidates with an accurate picture of the job and work environment, help manage
expectations and enhance job satisfaction. This alignment reduces the likelihood of role ambiguity
and increases employees' satisfaction with their job and organization.

Fairness in the selection process is closely linked to job satisfaction. Studies have shown
that candidates who perceive the selection process as fair are more likely to report higher job
satisfaction once employed. For example, a study by Oyadiran (2023) demonstrated that perceived
fairness in recruitment and selection significantly impacts new employees' job satisfaction and
organizational commitment. Fair selection processes contribute to a positive organizational climate
and enhance employees' satisfaction with their roles.

Effective recruitment and selection processes that align candidate qualifications and job
requirements contribute to higher levels of employee job satisfaction. Research by Venkatesh
(2017) found that in the garment industry, a well-structured recruitment process, which includes
clear job descriptions and effective selection criteria, leads to better job fit. Employees who perceive
that their skills and interests align with their job roles tend to experience higher job satisfaction and

are more likely to remain with the organization.
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4.2 Training and Development

Training programs that focus on skill enhancement contribute significantly to employee job
satisfaction. According to a study by Kanapathipillai & Azam (2020), employees in the garment
industry who participated in skill development training reported higher levels of job satisfaction.
The study found that training not only improved employees' technical skills but also their confidence
and efficiency in their roles, leading to increased job satisfaction.

Career development opportunities provided through training programs are positively
associated with job satisfaction. Research by Ahmad (2018) indicated that employees in the garment
industry who perceive that their organization invests in their career growth and development are
more satisfied with their jobs. The study highlighted that career advancement opportunities and

training programs that align with career goals significantly boost employee satisfaction.

4.3 Performance Appraisal

Fairness in performance appraisal processes is strongly correlated with job satisfaction.
According to a study by Hamidi (2023) employees in the garment industry who perceive the
appraisal process as fair and unbiased report higher levels of job satisfaction. The study highlights
that transparent criteria and equitable evaluation methods contribute to employees’ satisfaction by
making them feel valued and fairly assessed.

Quality feedback from performance appraisals positively affects job satisfaction. Research
by Singh (2020) found that in the garment sector, constructive feedback provided during
performance appraisals helps employees improve their skills and job performance, leading to
increased job satisfaction. The study emphasizes that feedback that is actionable and supportive

fosters a positive work environment and enhances job satisfaction.
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4.4 Compensation and Benefits

Fair and competitive compensation is positively associated with employee job satisfaction.
A study by Gupta & Sethi (2018) found that employees in the garment industry who perceive their
compensation as fair and competitive relative to industry standards report higher job satisfaction.
The study emphasized that competitive pay not only meets employees' financial needs but also
reinforces their sense of value and recognition within the company.

Comprehensive benefits packages contribute to higher job satisfaction. Research by Singh
& Patel (2019) highlighted that employees in the garment industry who receive benefits such as
health insurance, retirement plans, and paid leave experience greater job satisfaction. The study
found that well-rounded benefits packages enhance employees' overall sense of well-being and job

satisfaction by addressing their personal and family needs.

4.5 Reward System

Monetary rewards, such as salaries and bonuses, have a direct positive effect on employee
job satisfaction. A study by Kumar & Sharma (2018) found that in the garment industry, employees
who receive competitive salaries and performance-based bonuses report higher levels of job
satisfaction. The research emphasized that financial rewards are a strong motivator and can
significantly improve employees' contentment with their roles.

Non-monetary rewards, such as recognition and career development opportunities, also
positively affect job satisfaction. Research by Patel & Verma (2019) highlighted that employees in
the garment sector who receive non-monetary rewards, including employee of the month awards
and opportunities for skill enhancement, report higher job satisfaction. The study found that such

rewards contribute to a sense of accomplishment and value among employees.
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4.6 Health, Safety and Security

Effective health and safety measures positively affect job satisfaction. A study by Sharma
& Gupta (2018) found that employees in the garment industry who benefit from comprehensive
health and safety programs, including regular health check-ups and safe working conditions, report
higher levels of job satisfaction. The study emphasizes that a focus on health and safety helps reduce
workplace accidents and illness, which in turn enhances employees' overall satisfaction with their
jobs.

Workplace security is crucial for employee job satisfaction. Research by Patel & Kumar
(2019) highlighted that employees in the garment industry who feel secure in their jobs due to stable
employment conditions and secure working environments report higher job satisfaction. The study
found that job security reduces stress and anxiety among employees, leading to increased

satisfaction and a stronger sense of commitment to the organization.

4.7 Employee Job Satisfaction and Employee Turnover

There is a strong inverse relationship between job satisfaction and employee turnover. A
study by Sharma & Patel (2018) found that in the garment industry, higher levels of job satisfaction
are associated with lower turnover rates. The research indicated that when employees are satisfied
with their jobs due to factors like fair compensation, good working conditions, and effective
management they are less likely to leave the organization.

A positive work environment significantly reduces employee turnover. Research by Singh
& Verma (2019) highlighted that in the garment industry, employees who are satisfied with their
work environment including factors like safety, coworker relationships, and management support
are less likely to quit. The study emphasizes that creating a supportive and safe workplace can
greatly enhance job satisfaction and reduce turnover.

Lack of career development opportunities leads to higher turnover, while availability of
such opportunities increases job satisfaction and reduces turnover. A study by Gupta & Sethi (2020)
found that in the garment industry, employees who feel that they have opportunities for career
advancement within the organization report higher job satisfaction and are less likely to leave. The

study underscores the importance of career development programs in retaining employees.
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CHAPTER 5

Conclusion and Recommendation

5.1 Conclusion

The study on "The Effect of HRM Practices on Employee Job Satisfaction and Turnover in
the Garment Industry in Myanmar" illuminated the critical role that effective HRM practices play
in shaping employee outcomes in this sector. The research demonstrated that HRM practices,
namely recruitment and selection, training and development, performance appraisal, compensation
and benefits, reward systems, and health, security, and safety significantly influence employee job
satisfaction. High levels of job satisfaction, in turn, are associated with lower turnover rates,
emphasizing the importance of these practices in retaining a stable and motivated workforce.

In the context of Myanmar's garment industry, where working conditions can be
challenging and turnover rates high, the findings suggest that organizations can achieve substantial
benefits by investing in comprehensive and equitable HRM practices. Fair compensation, clear
career development opportunities, a safe working environment, and recognition of employee
performance not only enhance job satisfaction but also contribute to reduced turnover. These
practices help create a positive work environment where employees feel valued, secure, and
motivated to stay with the organization.

Ultimately, this study underscores the need for garment industry employers in Myanmar to
prioritize HRM practices as a strategic approach to improving employee satisfaction and reducing
turnover. By doing so, companies can foster a more engaged and committed workforce, which is

essential for long-term organizational success and competitiveness in the global market.
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5.2 Recommendation

Based on the findings of the study on "The Effect of HRM Practices on Employee Job
Satisfaction and Turnover in the Garment Industry in Myanmar," several recommendations can be
made to enhance HRM practices, improve employee satisfaction, and reduce turnover within the

industry.

5.2.1 Develop Compensation and Benefits Packages

Garment industry employers in Myanmar should ensure that compensation and benefits
packages are competitive and fair. Regular reviews and adjustments should be made to align with
industry standards and inflation rates. Additionally, offering benefits such as health insurance,
retirement plans, and performance-based bonuses can significantly improve employee job
satisfaction. Fair and competitive compensation is strongly linked to job satisfaction, which in turn

reduces turnover rates.

5.2.2 Implement Comprehensive Training and Development Programs

Organizations should invest in continuous training and development programs that not only
enhance employees' skills but also provide clear career progression paths. This includes offering
training that is relevant to the industry and provides opportunities for employees to advance their
careers. Career development opportunities increase job satisfaction and reduce turnover by making

employees feel valued and capable of growth within the company.

5.2.3 Strengthen Performance Appraisal Systems

The performance appraisal process should be transparent, fair, and aligned with clear
criteria that employees understand. Regular feedback and recognition of good performance should
be integral to the appraisal system. Incorporating employee input into performance evaluations can
also increase engagement and satisfaction. Effective performance appraisals contribute to job
satisfaction by providing employees with a sense of achievement and recognition, which is critical

for motivation and retention.
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5.2.4 Develop and Promote Positive Work Environment

Employers should focus on creating a safe, secure, and supportive work environment. This
includes adhering to occupational health and safety standards, providing regular safety training, and
ensuring that the workplace is free from hazards. Additionally, fostering a culture of respect and
teamwork can enhance the overall work environment. A positive work environment is directly
linked to higher job satisfaction and lower turnover, as employees are more likely to stay in a safe

and supportive workplace.

5.2.5 Enhance Employee Reward Systems

Organizations should implement a reward system that includes both monetary and non-
monetary rewards. Recognizing and rewarding employees for their hard work through awards,
public recognition, and other incentives can boost morale and job satisfaction. Equitable distribution
of rewards is crucial to maintain fairness and trust among employees. A well-designed reward

system motivates employees, increases job satisfaction, and reduces the likelihood of turnover.

5.2.6 Focus on Employee Health, Safety, and Well-being

Employers should prioritize the health, safety, and well-being of their employees by
providing access to health care services, wellness programs, and ensuring that safety standards are
strictly followed. Regular health check-ups and mental health support can also be beneficial.
Ensuring the health and safety of employees is essential for their satisfaction and long-term

commitment to the organization.

5.2.7 Conduct Regular Employee Satisfaction Surveys

Regularly conducting employee satisfaction surveys can help organizations identify areas
of concern and address them proactively. These surveys should be confidential and include
questions about various aspects of HRM practices, work environment, and job satisfaction. Regular
feedback from employees allows organizations to make informed decisions and implement changes

that improve satisfaction and reduce turnover.
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5.3 Discussion and Implication

The study on "The Effect of HRM Practices on Employee Job Satisfaction and Turnover in
the Garment Industry in Myanmar" provides valuable insights into how various HRM practices
impact employee outcomes in a sector characterized by high turnover and challenging working
conditions. The findings indicate that HRM practices, particularly those related to compensation
and benefits, training and development, performance appraisal, reward systems, and workplace

safety, are critical determinants of job satisfaction and turnover.

5.3.1 Discussion

Compensation and Benefits: The study reveals that fair and competitive compensation is
a significant driver of job satisfaction in the garment industry. Employees who perceive their pay as
fair and aligned with their job responsibilities are more satisfied and less likely to leave their
organizations. This finding is consistent with the broader literature on compensation and employee
satisfaction, which highlights the importance of equitable pay in reducing turnover.

Training and Development: The role of training and development in enhancing job
satisfaction is also emphasized in the study. Employees who have access to career development
opportunities report higher job satisfaction, which in turn reduces their likelihood of turnover. This
aligns with the human capital theory, which suggests that investments in employee development
lead to greater job satisfaction and organizational commitment.

Performance Appraisal: Transparent and fair performance appraisal systems are found to
be essential for maintaining high levels of job satisfaction. Employees who receive regular feedback
and recognition for their performance are more engaged and satisfied with their jobs, reducing the
risk of turnover. This supports the notion that performance management is a crucial aspect of HRM
that can significantly influence employee retention.

Health, Safety, and Security: The study highlights the critical importance of health, safety,
and security in the workplace. In the garment industry, where working conditions can be hazardous,
ensuring employee safety and well-being is directly linked to job satisfaction. Employees who feel
safe and secure in their work environment are more likely to stay with their employers, underscoring

the need for rigorous safety standards and practices.
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Reward System: Effective reward system, including both monetary and non-monetary
rewards, is shown to enhance job satisfaction. The study indicates that recognition and rewards play
a vital role in motivating employees and fostering a sense of accomplishment, which contributes to
lower turnover rates. This finding is in line with motivation theories, such as Maslow's hierarchy of

needs, which emphasizes the importance of recognition and self-esteem in employee satisfaction.

5.3.2 Implication

The findings of this study have several important implications for HRM practices in the
garment industry in Myanmar:

Strategic HRM Planning: Organizations in the garment industry should adopt a strategic
approach to HRM by aligning their practices with employee needs and organizational goals. This
involves regularly assessing and adjusting compensation packages, providing continuous training
opportunities, and ensuring that performance appraisals are fair and transparent.

Policy Development: The study suggests that garment industry employers should develop
comprehensive policies that prioritize employee satisfaction and retention. This includes
implementing competitive compensation structures, robust training programs, and effective reward
systems that recognize and value employee contributions.

Workplace Safety: Given the strong link between safety and job satisfaction, there is a
clear need for garment industry employers to invest in workplace safety measures. This includes
adhering to national and international safety standards, providing regular safety training, and
ensuring that the work environment is free from hazards.

Employee Retention Strategies: To reduce turnover, garment industry employers should
focus on enhancing job satisfaction through various HRM practices. This could involve creating
more opportunities for career advancement, offering flexible work arrangements, and ensuring that
employees feel valued and recognized for their efforts.

Human Resource Development: The study implies that continuous investment in human
resource development is essential for maintaining a satisfied and committed workforce. By offering
ongoing training and development opportunities, employers can not only improve job satisfaction
but also build a more skilled and capable workforce that is better equipped to meet the demands of

the industry.
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Employee Engagement: The findings underscore the importance of engaging employees
in the HRM process. This includes involving employees in decisions that affect their work, seeking
their feedback through regular satisfaction surveys, and addressing their concerns proactively.
Engaged employees are more likely to be satisfied with their jobs and less likely to leave the

organization.

5.4 Future Research Guideline

Future research should explore how organizational culture influences the relationship
between HRM practices and employee job satisfaction. Organizational culture can significantly
impact how HRM practices are perceived and implemented, affecting overall employee satisfaction
and retention. Studies could investigate how different cultural factors within organizations, such as
leadership styles, communication patterns, and team dynamics, interact with HRM practices to

shape employee outcomes.

Future research should explore how external economic factors, such as inflation, labor
market conditions, and governmental policies, influence the effectiveness of HRM practices in the
garment industry. Understanding how these factors impact employee job satisfaction and turnover
could provide valuable context for HRM strategies. Given the dynamic economic environment in
Myanmar, it is important to consider how external factors may affect the relationship between HRM

practices and employee outcomes, allowing for more adaptive and resilient HRM approaches.



36

References

Ahmad, A. (2018). The relationship among job characteristics organizational commitment and
employee turnover intentions. Journal of Work-Applied Management, 10(1), 74-92.
https://doi.org/10.1108/jwam-09-2017-0027

Ahmed, A., & Zaman, Y. (2017, May). Impact of H.R practices on employee’s job satisfaction: A

case study from fertilizer industry of Pakistan. ResearchGate.
https://www.researchgate.net/publication/314082841 Impact of HR
practices_on_employee%?27s_job_satisfaction A case study from_fertilizer industry of
_Pakistan

Al-Suraihi, W. A., & Samikon, S. A. (2021). Employee turnover: Causes, importance and
retention strategies. European Journal of Business Management and Research, 6(3),
1-10. https://doi.org/10.24018/ejbmr.2021.6.3.893

Alex. (2021). Causes and effects of employee turnover. Matter.
https://matterapp.com/blog/causes-and-effects-employee-turnover

Alsafadi, Y., & Altahat, S. (2020). Human resource management practices and employee
performance: The role of Job satisfaction. Journal of Asian Finance, Economics and
Business, 8(1), 1-5. https://doi.org/10.13106/jafeb.2021

Andrade, M. S. (2019). Job satisfaction and gender. Journal of Business Diversity, 19(3), 22-24.
https://doi.org/10.33423/jbd.v19i3.2211

Armstrong, M., & Taylor, S. (2014). Armstrong’s handbook of human resource management
practice (13th ed.). https://e-uczelnia.uek.krakow.pl/pluginfile.php/604792/mod_folder/
content/0/Armstrongs%20Handbook%200f%20Human%?20Resource%20Management%
20Practice_1.pdf

Badre, Dr. P. (2021, December 29). HRM practices and its impact on employee satisfaction.

https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3842550

BasuMallick, C. (2021). What is job satisfaction? Definition, factors, importance, statistics, and
exampes. Spiceworks. https://www.spiceworks.com/hr/engagement-

retention/articles/what-is-job-satisfaction/



37

Bernhardt, T., De, S. K., & Thida, M. W. (2017). Myanmar labour issues from the perspective of
enterprises: Findings from a survey of food processing and garment manufacturing
enterprises. International Labour Organization. https://www.ilo.org/publications/
myanmar-labour-issues-perspective-enterprises-findings-survey-food

Biason, R. (2020). The effect of job satisfaction on employee retention. ResearchGate.
https://www.researchgate.net/publication/339974603 THE EFFECT OF JOB SATISF
ACTION_ON_EMPLOYEE_RETENTION

Bonache, J., & Festing, M. (2020). Research paradigms in international human resource
management: An epistemological systematisation of the field. German Journal of Human
Resource Management Zeitschrift Fiir Personalforschung, 34(2), 99-123.
https://doi.org/10.1177/2397002220909780

Boon, C., Hartog, D. N. D., & Lepak, D. P. (2019). A systematic review of human resource
management systems and their measurement. Journal of Management, 45(6), 2498-2537.
https://doi.org/10.1177/0149206318818718

Breaugh, J. (2000). Research on employee recruitment: so many studies, so many remaining
questions. Journal of Management, 26(3), 405-434. https://doi.org/10.1016/s0149-
2063(00)00045-3

Cascio, W. F. (2018). Managing human resources: productivity, quality of work life, profits
(11th ed.). McGraw Hill Education.

Chin, C. L. (2018). The influence of job satisfaction on employee turnover intention in the
manufacturing industry of Malaysia. Semantic Scholar.
https://www.semanticscholar.org/paper/The-Influence-of-Job-Satisfaction-on-Employee-
in-of-Chin/f5bbc558981¢3507b1¢3dc7129197ed7d7129bd5

Chong, L., Ngolob, R. A., & Palaoag, T. D. (2020). Human Resource Management (HRM)
practices. Journal of Advanced Management Science, 8(4), 121-125.
https://doi.org/10.18178/joams.8.4.121-125

Cloutier, O., Felusiak, L., & Hill, C. (2014). The importance of developing strategies for employee

retention. ProQuest.

https://www.proquest.com/docview/1726791378?sourcetype=Scholarly%20Journals



38

Cyriac, N. (2018). Myanmar struggles to build skilled workforce despite its growing young
population. YCP Solidiance. https://ycpsolidiance.com/article/myanmar-struggles-to-
build-skilled-workforce-despite-its-growing-young-population

Davis, L. (2019). 8 Efficient HR management practices that every recruitment personnel should
apply. Juice. https://recruitmentjuice.com/blog/8-efficient-hr-management-practices-that-
every-recruitment-personnel-should-apply/

DeNisi, A. S., & Murphy, K. R. (2017). Performance appraisal and performance management: 100
years of progress? Journal of Applied Psychology, 102(3), 421-433.
https://doi.org/10.1037/apl0000085

E-Alam, Md. F. (2022). Employee satisfaction and its” impact on organizational commitment: a
resource based approach. International Journal on Recent Trends in Business and
Tourism, 06(02), 01-16. https://doi.org/10.31674/ijrtbt.2022.v06i02.001

Edwards, 1. (2020). How job satisfaction impacts employee performance. BeeLiked.
https://www.beeliked.com/blog/employee-engagement/how-job-satisfaction-impacts-
employee-performance

Elrehail, H., Harazneh, 1., Abuhjeeleh, M., Alzghoul, A., Alnajdawi, S., & Ibrahim, H. M. H.
(2019). Employee satisfaction, human resource management practices and competitive
advantage. European Journal of Management and Business Economics, 29(2), 125-149.
https://doi.org/10.1108/ejmbe-01-2019-0001

Fouzder, H., & Saha, S. (2020). Job satisfaction of garments sector employees in Bangladesh
. International Journal of Research in Human Resource Management, 2(1), 38-44.
https://doi.org/10.33545/26633213.2020.v2.i1a.49

Gupta, R. (2020). Job satisfaction: difference in levels among selected industries. International
Journal of Recent Technology and Engineering, 8(6), 5698-5700.
https://doi.org/10.35940/ijrte.F7994.038620

Hamidi, A. B. (2023). The impacts of performance appraisal on employee’s job satisfaction and
organizational behavior. llomata International Journal of Social Science, 4(3), 466—480.

https://doi.org/10.52728/ijss.v4i13.876



39

Heaton, J. (2004). Reworking qualitative data. Forum: Qualitative social research.
https://www.qualitative research.net/index.php/fqs/ article/ download/40/84

Hee, O. C,, Yan, L. H,, Rizal, A. M., Kowang, T. O., & Fei, G. C. (2018). Factors influencing
employee job satisfaction: A Conceptual analysis. International Journal of Academic
Research in Business and Social Sciences, 8(6). https://doi.org/10.6007/ijarbss/v8-16/4207

Herzberg. (2024). Customer retention strategies. Fiveable. https:/fiveable.me/business-model-
canvas/unit-5/customer-retention-strategies/study-guide/cFYkl6dCwvXeT3bU

Hill, B. (2019). What are the factors affecting job satisfaction? CHRON.
https://smallbusiness.chron.com/factors-affecting-job-satisfaction-20114.html

Holliday, M. (2021). What is employee turnover & why it matters for your business. ORACLE
NetSuite. https://www.netsuite.com/portal/resource/articles/human-resources/employee-
turnover.shtml

Huynh, P. (2016). Employment and wages in Myanmar’s nascent garment sector. International
Labour Organization. https://www.ilo.org/media/428466/download

Ijigu, A. W. (2015, February). The effect of selected human resource management practices on
employees’ job satisfaction in Ethiopian public banks. ResearchGate.
https://www.researchgate.net/publication/276348057 The Effect of Selected Human R
esource_Management Practices_on_Employees%27 Job_Satisfaction_in_Ethiopian_Pub
lic Banks

ILO. (2022, February 1). Labour overview of Latin America and the Caribbean. International
Labour Organization; International Labour Organization.
https://www.ilo.org/publications/2021-labour-overview-latin-america-and-caribbean

Imm, J. (2021). The importance of HR management. North Central College.
https://www.northcentralcollege.edu/news/2021/06/04/importance-hr-management

Ismael, S., & Shehada, M. (2020). The impact of job satisfaction on turnover rate in the contact
center environment in the Jordanian labor market. The International Journal of
Management Science and Business Administration, 6(5), 44-55.

https://doi.org/10.18775/ijmsba.1849-5664-5419.2014.65.1006



40

Jiang, K., Lepak, D. P., Hu, J., & Baer, J. C. (2012). How does human resource management
influence organizational outcomes? A meta-analytic investigation of mediating
mechanisms. Academy of Management Journal, 55(6), 1264—1294.
https://doi.org/10.5465/amj.2011.0088

Jonathan, G. K., & Mbogo, R. W. (2016). Maintaining health and safety at workplace: Employee
and employer’s role in ensuring a safe working environment. Semantic Scholar.
https://www.semanticscholar.org/paper/Maintaining-Health-and-Safety-at-

Workplace%3 A-and-in-Jonathan-Mbogo/ec0079d77e16e9fc8d13d0da484e4737c¢9525715

Kadir, A. A., & Ismail, F. (2019, January). The effect of compensation and benefits towards
employee performance. ResearchGate; Facul. https://www.researchgate.net/publication/
336337211 The Effect of Compensation and Benefits Towards Employee Performance

Kanapathipillai, K., & Azam, S. M. F. (2020). The impact of employee training programs on job
performance and job satisfaction in the telecommunication companies in Malaysia.
European Journal of Human Resource Management Studies, 4(3).
https://doi.org/10.46827/ejhrms.v4i3.857

Kandefer, K. (2020). HR Best Practices for 2020. DevSkiller.

https://devskiller.com/blog/hr-best-practices/

Karim, Md. M. (2019). The impact of training and development on Employees’ performance: An
analysis of Quantitative data. ResearchGate. https://www.researchgate.net/publication/
331147751 _THE IMPACT OF TRAINING AND DEVELOPMENT ON EMPLOYE
ES&apos; PERFORMANCE AN ANALYSIS OF QUANTITATIVE DATA

Khine, H. T. (2022). The effect of human resource management practices on labour disputes in
Myanmar. In Meral Portal. Yangon University of Economics.
https://meral.edu.mm/record/8526/files/Hla%20Tun%20Khine%20(EMDevS-6).pdf

Kin, L. W., & Ahmad, N. (2022). Human resource practices and employee retention in
manufacturing industry. In Research in Management of Technology and Business.
University Tun Hussein Onn Malaysia. https://doi.org/10.30880/rmtb.2022.03.02.010

Kojima, E., & Ohno, A. (2022). Motivating First-Generation Factory employees: A case study of
the garment industry in Myanmar. The South East Asian Journal of Management, 16(1),

51-71. https://doi.org/10.21002/seam.v1611.1004



41

Kumar, A., & Sharma, M. (2022). Analyzing the impact of sustainable human resource
management practices and industry 4.0 technologies adoption on employability skills.
International Journal of Manpower, 43(2), 463-485.
https://doi.org/10.1108/1JM-02-2021-0085

Kundu, S. C., & Gahlawat, N. (2016). Ability motivation opportunity enhancing human resource
practices and firm performance: Evidence from India. Journal of Management &
Organization, 24(5), 730-747. https://doi.org/10.1017/jm0.2016.22

Malik, E., Baig, S. A., & Manzoor, U. (2020). Effect of HR practices on employee retention: The
role of perceived supervisor support. Journal of Public Value and Administrative Insight,
3(1), 1-7. https://doi.org/10.31580/jpvai.v3il.1201

Mamun, C. a. A., & Hasan, M. N. (2017). Factors affecting employee turnover and sound
retention strategies in business organization: a conceptual view. Problems and
Perspectives in Management, 15(1), 63—71. https://doi.org/10.21511/ppm.15(1).2017.06

Mendoza, E. C. (2019). The mediating role of job involvement between job satisfaction and
organizational commitment in a small and medium sized business enterprise.
International Review of Management and Marketing, 9(5), 74-81.
https://doi.org/10.32479/irmm.8355

MGMA, M. G. M. A. (2024). 8th MGMA Annual General Meeting. MGMA.
https://www.myanmargarments.org/wp-content/uploads/2024/07/MGMA _

June2024 Newsletter ENG.pdf

Milkovich, G., Newman, J., & Gerhart, B. (2022). Compensation (12th ed.). McGraw Hill
Education. https://archive.org/details/compensation-12th-edition-e-book/page/
n8/mode/1up

Myanmar Ministry of Labour. (2023, April). Myanmar Labour Law Booklet 2023. VDB Loi; VDB
Loi Co. Ltd. https://www.vdb-loi.com/wp-content/uploads/2023/07/Myanmar-Labour-
Law-Booklet-July-2023.pdf

Naing, K. T. (2022). The effect of human resources management practices on employee
satisfaction and employee loyalty of Aera Club, Yangon. In Meral Portal. Yangon
University of Economics.

https://meral.edu.mm/record/9767/files/Kay%20Thi%20Naing, OMBA-160403.pdf


ttps://www.vdb-loi.com/wp-content/uploads/2023/07/Myanmar-Labour-L
ttps://www.vdb-loi.com/wp-content/uploads/2023/07/Myanmar-Labour-L

42

Namugawe, A. (2020). How to improve employee/job satisfaction & how it can affect a company’s
bottom line. Linkedin. https://www.linkedin.com/pulse/how-improve-employeejob-
satisfaction-hit-can-affect-bottom-namugawe

Noorazem, N. A., Sabri, S. M., & Nazir, E. N. M. (2021). The effects of reward system on
employee performance. Jurnal Intelek, 16(1), 40-51.
https://doi.org/10.24191/ji.v16i1.362

Oyadiran, P. A. (2023, January). Effects of recruitment and selection process on performance in
organizations. ResearchGate.
https://www.researchgate.net/publication/372992916 EFFECTS OF RECRUITMENT
AND_SELECTION PROCESS ON PERFORMANCE IN ORGANISATIONS

Phadke, R. (2023). Factors affecting job satisfaction. Loop.
https://www.loophealth.com/post/factors-affecting-job-satisfaction

Pitts, D. W., Marvel, J. D., & Fernandez, S. (2011, September). Turnover intention among U.S.

federal employees. ResearchGate. https://www.researchgate.net/publication/230284942
So Hard to Say Goodbye Turnover Intention_among US Federal Employees

Rajapaksha, U. G. (n.d.). Analysis of factors affecting to employee turnover in medium scaled
apparel industry in Sri Lanka. In Digital Repository [Paper Presentaion]. 6th International
Conference on Business & Information ICBI-2015. Sri Lanka.
http://repository.kin.ac.lk/handle/123456789/10563

Ramapriya, M., & Sudhamathi, Dr. S. (2020). Impact of job satisfaction on employee retention in
garment industry. Scholar Chat. https://scholar-chat.com/paper/web/
6d92a9d5032882892358356bee00559a

Rana, S., & Singh, V. (2016). Employee empowerment and job satisfaction: An empirical study
in IT industry. Journal of Humanities and Social Science, 21(10), 23-29.
https://doi.org/10.9790/0837-2110122329

Raza, A., & Khan, M. S. (2019, July). Impact of pay on job satisfaction in business organizations.
SSRN. https://papers.ssrn.com/sol3/papers.cfm?abstract id=4079858



43

Romeo, M., Yepes-Baldo, M., & Lins, C. (2020). Job satisfaction and turnover intention among
people with disabilities working in special employment centers: the moderation effect of
organizational commitment. Frontiers in Psychology, 11.
https://doi.org/10.3389/fpsyg.2020.01035

Satyendra. (2020). Human resource management practices and organizational performance. Ispat
Guru. https://www.ispatguru.com/human-resource-management-practices-and-
organizational-performance/

Saunders, M. N., Lewis, P., & Thornhill, A. (2019). Research methods for business students.
ResearchGate. https://www.researchgate.net/publication/330760964 Research
Methods_for Business Students Chapter 4 Understanding_research philosophy and a
pproaches to theory development

Sethunga, S., & Perera, 1. (2018). Impact of performance rewards on employee turnover in Sri
Lankan IT industry. In ResearchGate. University of Moratuwa.
https://doi.org/10.1109/MERCon.2018.8421961

Shah, S. B., & Hashim, R. A. (2019, April 11). Mediating effects of Generation Y work values’ in

human resource practices and employee retention in Malaysia. Open University
Malaysia. http://library.oum.edu.my/repository/1173/

Shah, S. H. A., & Sajjad, S. (2020). The role of HR practices on turnover intention directly and
through organizational citizenship behavior in the banking sector of Malaysia.
International Review of Management and Marketing, 10(5), 172-178.
https://doi.org/10.32479/irmm.10760

Singh, J. P. (2018). 4 review Analysis of job satisfaction as an antecedent of organizational
citizenship behaviour. ResearchGate. https://www.researchgate.net/publication/

346018122 A REVIEW_ANALYSIS OF JOB _SATISFACTION AS AN ANTECED
ENT OF ORGANIZATIONAL CITIZENSHIP. BEHAVIOUR

Terra, J. (2023, February 21). What is Performance Appraisal. Simplilearn.
https://www.simplilearn.com/what-is-performance-appraisal-methods-process-article

Vartanian, T. P. (2010). Secondary data analysis. Oxford University Press.

https://doi.org/10.1093/acprof:0s0/9780195388817.001.0001


https://www.researchgate.net/publication/330760964_
https://www.researchgate.net/publication/

44

Wai, K. H. (2019). The Effect of HRM Practices on Employee Retention in Myanmar Skyrun
International Company Limited. Meral Portal. Yangon University of Economics.
https://meral.edu.mm/record/1132/files/KAUNG%20HTET%20WALpdf

Watson, S. (2018). Employee training and development. Human Resource Development
Quarterly, 33(2), 5-7. https://doi.org/10.1002/hrdq.21333

Wen, D., & Yan, D. (2021, June 10). Employee satisfaction, employee engagement and turnover
intention: the moderating role of position level. ResearchGate.
https://www.researchgate.net/publication/355863679 Employee satisfaction
employee engagement and turnover intention The moderating role of position_level

Win, M. N. (2022). The effect of human resource management practices on turnover intention in
Ayeyar Hinthar Trading Co. Ltd. Meral Portal.
https://meral.edu.mm/record/8605/files/Myint%20Naing%20Win,%20EMBA %2011%20-
%2082%20%20%20EMBA%2017th%20BATCH,%2029-10-22.pdf

Wooll, M. (2022). Compensation and benefits: Why the right pay and perks matter. BetterUp.

https://www.betterup.com/blog/compensation-and-benefits

Wright, P. (2002). Desegregating HRM: A review and synthesis of micro and macro human
resource management research. Journal of Management, 28(3), 247-276.
https://doi.org/10.1016/s0149-2063(02)00128-9

Wright, P. M., & Kehoe, R. R. (2010). The impact of High-Performance HR practices on
employees’ attitudes and behaviors. Journal of Management, 36(2), 366-391.
https://doi.org/10.1177/0149206310365901

Zhu, B., & Liu, J. (2019). Job satisfaction, work stress, and turnover intentions among rural
health workers: a cross-sectional study in 11 western provinces of China. BMC Family

Practice. https://doi.org/10.1186/s12875-019-0904-0



	Cover
	Certificate
	Abstract
	LIST OF FIGURES
	LIST OF TABLES
	CHAPTER 1
	1.1 Background of the Study
	1.2 Problem of the Study
	1.3 Objectives of the Study
	1.4 Scope of the Study
	1.5 Significance of the Study

	CHAPTER 2
	2.1 Human Resource Management (HRM) Practices
	2.2 Employee Job Satisfaction
	2.3 Employee Turnover
	2.4 Previous Studies
	2.5 Conceptual Framework

	CHAPTER 3
	3.1 Research Design
	3.2 Data Collection
	3.3 Sources Utilized
	3.4 Data Analysis
	3.5 Limitations

	CHAPTER 4
	4.1 Recruitment and Selection
	4.2 Training and Development
	4.3 Performance Appraisal
	4.4 Compensation and Benefits
	4.5 Reward System
	4.6 Health, Safety and Security
	4.7 Employee Job Satisfaction and Employee Turnover

	CHAPTER 5
	5.1 Conclusion
	5.2 Recommendation
	5.3 Discussion and Implication
	5.4 Future Research Guideline

	References

