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The dissertation focuses on the extent to which Human Resource Management (HRM) and labour regulation influence organisational and employee performance in the Ready-Made Garments (RMG) industry in Bangladesh. This research seeks to investigate the effects of core HRM practices on productivity, quality of products, employee retention, compliance with regulations and wellbeing of workers working in a labour intensive and compliance based industrial environment. The study will be guided by four research questions and will utilize a qualitative-dominant, desk-based research design with primary data gathered using the questionnaire method and analyzed using thematic analysis; the study will use the participants as follows: HR managers working in export-oriented garment factories, line supervisors, and the occupational health and safety officers. It is evident in the analysis that most HRM practices including training and occupational health and safety have been very widely used; at least in large factories where buyers have high levels of compliance; however, the level, stability, and efficiency of other practices, including performance appraisal, rewards and employee participation, is not as balanced. The results also suggest that labour regulation and buyer-enforced compliance regimes have enhanced minimum standards, particularly on safety-related issues, but implementation weaknesses and capacity constraint on management ability do not permit unified application throughout the industry. In general, the research finds that consistent and well-executed bundles of HRM, backed up by the regulatory system and favorable attitude of the employees are important to the operation of the sustainable productivity, compliance, and wellbeing of the workers in the Bangladesh RMG sector.
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[bookmark: _Toc219840584]1.1 Background and Context 
Human resource management involves the planning, recruiting, nurturing, rewarding and also participation of employees so as to meet organisational objectives and remain competitive. The HRM acts as a strategic leverage in labour-intensive and export-oriented sectors to align the skills, motivation and worker voice to production, quality, and delivery goals (Torrington et al., 2020). Training, appraisal, pay, OSH and participation practices have a direct impact on business performance and livelihood of workers in industries that employ a high number of low-paid workers like the garments industry.
The Bangladesh ready-made garments (RMG) industry forms a pillar of the national economy providing more than 80 percent of the export revenues and 4 million jobs (primarily by women) (Davies, 2025). The process of integration in the global value chains has resulted in growth of GDP and foreign exchange, but it has also exposed the factories to the pressure of cost and changing demands of buyers in compliance, social responsibility and sustainability.
The post-Rana Plaza collapse initiative like the Accord and other successor programs have encouraged building inspections, remediation and safety training to enhance building structural safety, fire protection and OSH systems (Nazrul et al., 2023). The discussion on wage-setting and living wages remains contentious, and the increase of the minimum wage draws the attention to the issues of maintaining the minimum wage in line with the inflation rate and the family needs.
Empirical studies demonstrate that the structured HRM activities such as organized training, equitable appraisal, grievance system and supportive supervision boost the engagement, performance and retention (Alam et al., 2024). On the other hand, factories that have low HR capacity, informal training, lack of communication and worker voice result in high turnover, skill bottlenecks, OSH risks and poor industrial relations (Hassan, 2022). This underscores the necessity to explain the interplay between unbalanced HRM systems and changing labour regulation in order to determine productivity, quality, compliance, retention and worker wellbeing in heterogeneous RMG factories in Bangladesh.
[bookmark: _Toc219840585]1.2 Problem Statement 
The HRM systems of Bangladesh RMG sector are highly skewed and poorly-developed in spite of its economic significance. According to Hassan (2022), whereas in large, compliance-based factories, the formal HR department functions, formal training and documentation of OSH procedures, most of the small and medium units use informal recruitment, little skills development, and poor performance control. Among the chronic problems are high employee turnover, limited career advancement, skills gaps, uneven safety and periodic worker-management conflicts (Nazrul et al., 2023). These are sources of weaknesses that risk productivity, quality of product, on-time delivery and global reputation.
The state of knowledge regarding HRM practices and outcomes is very fragmented. Research generally focuses on standalone practice or individual companies, uses implausible definitions and metrics, and rarely studies bundled HRM in a theoretical context (Hassan, 2022). Very little of the studies associates HRM setups with productivity, quality, retention, compliance and wellbeing in relation to regulations of labour and compliance driven by buyers. As such, the research problem of the dissertation is to comprehend the impacts of coherent HRM bundles (that act in the changing labour and compliance framework within Bangladesh) on the organisational performance and employee outcomes in the RMG industry.
[bookmark: _Toc219840586]1.3 Research Aim, Objectives and Research Questions
[bookmark: _Toc219840587]1.3.1 Research Aim 
· To examine how HRM practices and labour regulation shape productivity, quality, retention/turnover, compliance, and worker wellbeing in Bangladesh’s ready-made garments (RMG) sector.
[bookmark: _Toc219840588]1.3.2 Research Objectives
· To map the prevalence and implementation of core HRM practices (training, appraisal, pay/reward, employee voice, OSH, working time).
· To evaluate how specific HRM practices are associated with outcomes (productivity, quality, retention/turnover, compliance, wellbeing) and through which mechanisms.
· To analyse how labour regulation and buyer-driven compliance regimes enable or constrain consistent HRM adoption.
· To generate actionable recommendations for managers and policymakers.
[bookmark: _Toc219840589]1.3.3 Research Questions
· RQ1: Which HRM practices are most prevalent in Bangladesh’s RMG sector, and how are they implemented at factory level?
· RQ2: What outcomes are associated with these HRM practices, and through which mechanisms (e.g., engagement, voice, safety climate)?
· RQ3: How do labour regulations, codes, and enforcement shape the adoption, depth, and consistency of HRM practices across factories?
· RQ4: What management and policy actions are most feasible for strengthening HRM consistency and outcomes?
With the combination of the aim, objectives and research questions, it constitutes a consistent structure of the central issue to be resolved in this dissertation. The aim is operationalised by four interconnected objectives that target the mapping of the current HRM practice, assessment of its consequences and mechanisms, the role of labour regulations and buyer-induced compliance regimes and provision of recommendations that can be implemented by managers and policymakers, through the pursuit of the following objectives: How HRM practices and labour regulation influence productivity, quality, retention/ turnover, compliance and worker wellbeing in the RMG sector, Bangladesh. These objectives are reflected in the four research questions; RQ1 addresses the prevalence and implementation of the core HRM practices at the factory level, RQ2 the outcomes and mediating mechanisms that accompany the practices, RQ3 the role of labour regulations, codes and enforcement in relation to the adoption and consistency of the practices and finally RQ4 the feasibility of managerial and policy action. Together, they offer a systematic way of inquiry into the disproportionate HRM terrain in the RMG industry in Bangladesh.
[bookmark: _Toc219840590]1.4 Rationale of the Study 
The research is scholarly justified since it is placing the academic perspectives like the resource-based view (RBV), AMO/HPWS and Social Exchange Theory into a buyer-controlled, developing-country manufacturing environment, where the global brands, local regulation and limited HR competencies intertwine. The recent research on the green human resource management (GHRM) in the RMG sector of Bangladesh indicates that an HR system is no longer supposed to achieve productivity, but environmental and social sustainability, although the high managerial turnover is preventing such systems to do so, and such systems receive inadequate training and uneven internal commitment (Azad et al., 2022). This is the reason why a context-sensitive theorisation, which connects HRM bundles with various dimensions of performance and compliance instead of considering practices individually, is needed.
In practice, the dissertation answers definite pleas of evidence-based advice to factory managers, industrial associations, regulators and purchasers. Recent lack of empirical studies has confirmed that coherent HRM practices, such as recruitment, training, performance management and equitable rewards, are influencing employee performance in the RMG sector of Bangladesh, but indicates inconsistency in the design and implementation of these practices by firms (Arifuzzaman et al., 2023). Making maps of what is used, what works and why of HRM bundles and regulatory conditions is thus opportune, as well as requisite to enhance more productive, compliant and worker-centred upgrading of the industry.
[bookmark: _Toc219840591]1.5 Scope and Delimitations of the Study 
The case in this dissertation is the export-oriented ready-made garments (RMG) factories in Bangladesh, where the buyer governance and international audit pressure are the strongest and the health, safety and wellbeing of workers are questioned (Kabir et al., 2022). It only analyzes major areas of HRM practices such as training, performance appraisal, pay/reward systems, employee voice mechanisms, occupational safety and health (OSH) and working time arrangements and the perceived impacts on productivity, product quality, retention/turnover, compliance and wellbeing of workers.
The study is methodologically a qualitative-dominant design, where a small sample of HRM/OSH/industrial relations managers and supervisors are used as the main sources of information and, consequently, no effort is made to statistically extrapolate the results to the whole sector (Kruger and Mitchell, 2022). Expansive financial performance modelling, cost benefit analysis of interventions and econometric estimation of productivity effects are outside the scope of this study.
[bookmark: _Toc219840592]1.6 Theoretical Framework 
The original based of the dissertation is the Resource-Based View (RBV), which initially views human capital and HRM systems as valuable, rare and hard-to-copy resources and bases its competitive advantage on creating sustainable competitive advantage upon successful configuration (Collins, 2021). In this sense, export-oriented RMG factories, which invest in systematic HRM systems, have the potential to build unique competencies in quality, reliability and compliance, which help them create long-term positions in global value chain.
Second, the conceptualisers of HRM as bundles of practices, which in turn, contribute to a better performance of organisations are the Ability-Motivation-Opportunity (AMO) framework and the High-Performance Work Systems (HPWS) logic (Obaid et al., 2022). AMO underlines that individual practices are not so useful as coherent systems that coordinate training, fair appraisal, rewards and participation.
Third, the relationship between the perceptions of employees of HRM and their discretionary effort is based on the Social Exchange Theory (SET): in case the workers feel that HRM is fair, responsible and supportive, they do the same by becoming more identified and performing better (Vu, 2022).
Collectively, the authors examine the relationship between the RBV, AMO/HPWS and SET as a multi-level lens through which the HRM practices and labour-regulatory practices in the Bangladesh RMG industry determine productivity, quality, retention, compliance and wellbeing. These theoretical strands will be discussed and critically analyzed in the literature review chapter.
[bookmark: _Toc219840593]1.7 Structure of the Dissertation 
The rest of this dissertation is structured in the following way. Chapter 2 is a critical review of the available relevant literature, and the elaboration of the theoretical and conceptual framework of the study. Chapter 3 discusses and defends the research methodology and methods used. Chapter 4 documents the empirical and documentary results on the research questions. Chapter 5 explains these findings using the theoretical framework and literature on the same. The chapter 6 contains the general conclusions, the contributions and limitations of the study, and the recommendations to practice and future research.

[bookmark: _Toc219840594]Chapter 2: Literature Review
[bookmark: _Toc219840595]2.1 Introduction
This chapter critically reviews the literature that is available with respect to the aim of this dissertation, which seeks to establish the association between HRM practices, labour regulation, and the main findings coupon productivity, quality, retention/turnover, compliance, and worker wellbeing in the ready-made garments sector (RMG) in Bangladesh. The literature review is structured in relation to the four research objectives and research questions (RQ1-RQ4) that the study is conducted on:
Research Objectives:
· To map the prevalence and implementation of core HRM practices (training, appraisal, pay/reward, employee voice, OSH, working time).
· To evaluate how specific HRM practices are associated with outcomes (productivity, quality, retention/turnover, compliance, wellbeing) and through which mechanisms.
· To analyse how labour regulation and buyer-driven compliance regimes enable or constrain consistent HRM adoption.
· To generate actionable recommendations for managers and policymakers.
Research Questions:
· RQ1: Which HRM practices are most prevalent in Bangladesh’s RMG sector, and how are they implemented at the factory level?
· RQ2: What outcomes are associated with these HRM practices, and through which mechanisms (e.g., engagement, voice, safety climate)?
· RQ3: How do labour regulations, codes, and enforcement shape the adoption, depth, and consistency of HRM practices across factories?
· RQ4: What management and policy actions are most feasible for strengthening HRM consistency and outcomes?
The literature review will describe the major theories, generalise the results on the links between HRM practices and results in the whole world and Bangladesh to find the gaps that warrant the investigation. The chapter is organised into the following elements: theoretical backgrounds, evidence across the globe, evidence in Bangladesh RMG, legal and policy framework, and a conclusion of findings, conceptual framework and learned estimation all shown according to the research questions.
[bookmark: _Toc219840596]2.2 Theoretical Foundations of HRM and Performance
[bookmark: _Toc219840597]2.2.1 Resource-Based View (RBV) and Strategic Human Capital
Resource-Based View of competitive advantage describes competitive advantage as the result of resources of value that are rare, inimitable and embedded into organisational routines, which places human capital and HRM systems at the heart of strategic assets of the organisation. Mathews (2019) reconfigures RBV as a human resource based perspective, in which skills, know how and HR routines provide lasting advantage when they are hard to copy and enabled by the right organisational structures. Gerhart and Feng (2021) amplify this by highlighting that, human capital is only strategically significant when it has been bundled into coherent HR systems in line with the overall business model. Going the extra mile, Apascaritei and Elvora (2022) combine RBV and dynamic capabilities, revealing that HRM can bring an advantage not only by skill accumulation, but also by reconfiguring capabilities in reaction to shocks, regulatory developments and buyer demand shifts.
RBV is commonly applied in the explanation of the relationship between HR capabilities and quality and compliance in labour-intensive export industries, including garments and textiles. As demonstrated by Aktar and Islam (2019), green HRM practices in the RMG sector in Bangladesh, specifically training, performance management and rewards corresponding to the environment, produce distinct competency bundles that distinguish the factories and satisfy the expectations of buyers. The results of Uddin et al. (2023) prove that structured recruitment, training and performance management enhance the engagement of employees, as well as contribute to sustainable performance when these practices are combined with environmental management systems. Additional research by Alam et al. (2024) emphasizes that the competency on workforce development and HR planning is included in a wider resource portfolio that defines the competitiveness of the textile export sector.
RBV is limited, although it is useful. Apascaritei and Elvora (2022) believe that RBV tends to be overfirm-focused and is too fixed to consider how labour laws, audit processes and power imbalance limit the discretion of managers. The studies conducted in the RMG sector of Bangladesh (such as the conclusions of Aktar and Islam, 2019) also indicate that institutional forces, safety measures and wage settlements are the main factors that influence HR capabilities. This subsequently means that even though RBV provides an excellent strategic justification of HRM investment, it will have to be complemented by frameworks that can explain the content of HRM, the reactions, and control limitations of employees.
[bookmark: _Toc219840598]2.2.2 Ability–Motivation–Opportunity (AMO) and High-Performance Work Systems (HPWS)
The Ability-Motivation-Opportunity paradigm states that the employees will be able to deliver when the HRM systems will empower their abilities to develop training and improve motivation by providing fair rewards and offer participation and voice opportunities. Ujma and Ingram (2019) prove the effect of bundles of practices that are oriented on AMO, which can enhance organisational commitment proving that the structure of practices is more important than any intervention. The additional evidence lies in the studies by Dastmalchian et al. (2020), who cross-country study indicates that high-performance work systems that include selection, training, appraisal, participation and rewards are linked with greater productivity and quality, though this aligns with the synergistic approach to HRM bundles proposed by AMO. Mahdy and Alhadi (2021) also discover that the AMO-consistent systems of service firms in the Middle East contribute to innovation and enhance the performance of service, which proves the applicability of the framework in non-Western settings.
The recent reviews point out the strengths and gaps. Bos-Nehles et al. (2023) observe that this has made AMO a mainstream concept in HRM research with an explanation of how HR practices determine the outcome based on skills, motivation and opportunity processes, although they warn that conceptual vagueness and inconsistent measures have been a problem. The use of AMO-aligned systems in emerging economies is on the increase: Hoai et al. (2024) report that the system lowers burnouts and increases project success among Vietnamese project-based companies, whereas Wang and Jiang (2024) establish that the system enhances the quality of services provided and promotes the sustainability aspect of development in hospitality organizations.
There is a stream of research that is rather critical and cautious about the tensions. Hauff et al. (2022) demonstrate that high-performance practices have the potential to increase engagement but can lead to a decrease in wellbeing in the absence of supportive leadership. Similar results suggest that workers perceive these systems as empowering or pressurising depending on such contextual factors as leadership style and workload (Salin et al, 2023). Within the context of the RMG industry in Bangladesh, Uddin et al. (2023) provide evidence of strategic HR practices that focus on training, participation and performance management increase engagement, which is an indicator of AMO mechanisms, but it is important to consider productivity-wellbeing, safety and voice balance.
[bookmark: _Toc219573162]Table 1: Summary of core theoretical lenses
	Theory
	Key concepts (short)
	Relevance to HRM in RMG
	Limitations in this context

	Resource-Based View (RBV)
	VRIO resources; human capital as strategic asset
	Justifies investment in HRM systems and skills as sources of competitive edge
	Often firm-level; downplays regulation, labour standards and power asymmetries

	AMO / HPWS
	Ability, motivation, opportunity; HRM bundles
	Explains how coherent HRM practices raise performance and retention
	Risk of work intensification; mixed evidence on wellbeing and contextual fit

	Social Exchange Theory
	Reciprocity, trust, perceived organisational support
	Clarifies how fairness and support shape engagement, effort and voice
	Can overlook structural constraints and unequal bargaining power in supply chains



[bookmark: _Toc219840599]2.2.3 Social Exchange Theory and Employee Perceptions of HRM
Social Exchange Theory explains employment relationship as constant giving and receiving whereby perception of fairness, trust and favor influences the willingness of employees to give back in terms of commitment and discretionary effort. According to Cross and Dundon (2020), SET has been put in the centre of HRM research due to its particular focus on reciprocity and mutually binding nature, but it cautions that power imbalance may act as a limitation to truly mutual exchange. Systematic review by Ahmad et al. (2023) demonstrates that perceptions of organisational support, justice and trust are always related to positive attitude and behaviours, but they report conceptual overlap and suggest the further context-specific uses.
In HRM, SET is applied to clarify why the interpretation of practices on employees is essential as much as formal systems. The article by Kilroy et al. (2022) shows that frontline managers have a great impact on the perceived effectiveness of HR practices, i.e., well-developed systems can fail when every day interactions are characterized by disrespect or indifference. Rajaa (2025) utilises SET to correlations between HRM and financial performance to the argument that employees will give in return positive and enabling HRM greater effort and service quality, which improves organisational outcomes. Hung et al. (2025) generalize SET to green HRM in Vietnamese hotels, which indicates that favourable environmental HR policies can influence employees to exhibit in-role green behaviour using reciprocity process.
These lessons can be directly applied to the Bangladesh RMG industry. The study conducted by Aktar and Islam (2019) reveals that engagement and prosocial behaviour increase when workers accept training, safety initiatives and rewards to be fair and credible. On the other hand, wage differences, lack of consistency in safety enforcement and voice also can be felt as a violation of the relationship of exchange and raise turnover and resistance even with formal compliance provisions. The warning of asymmetries in power dynamics issued by Cross and Dundon (2020) is particularly relevant to the sphere of buyer-based supply chains, in which the importance of SET is significant because of the way in which the employees of the RMG perceive HRM, regulation and compliance in the context of engagement, retention and wellbeing modeling.
2.2.4 Integrating RBV, AMO/HPWS and Social Exchange
Combined, the three lenses offer a multi-level basis of the analysis of HRM in the Bangladesh RMG sector. RBV describes the strategic use of HRM investments by factories and buyers and puts skills and HR routines in the position of strategic resources that facilitate productivity and competitiveness in value chains, as Gerhart and Feng (2021) emphasize. The perspective of AMO and HPWS explains how packages of practices like training, fair appraisal, rewards, participation, OSH and working-time systems can be converted into enhanced performance and, in favorable circumstances, better wellbeing, as are observed by Bos-Nehles et al. (2023). The employee perspective is contributed by SET as they focus on the fact that the efficacy of these systems principle lies in how the workers perceive fairness, support, and reciprocity under buyer-based compliance settings, as demonstrated by Ahmad et al. (2023). Collectively, these frameworks furnish a conceptual framework that connects the HRM bundles, regimes and outcomes of labour and compliance such as productivity, quality, retention and wellbeing.
[bookmark: _Toc219840600]2.3 Global Evidence on HRM, HPWS and Outcomes
[bookmark: _Toc219840601]2.3.1 HRM Bundles and Performance: International Findings
Research studies carried on internationally always indicate that HRM is most successful when used as packages but not as lone practices. In the Chinese companies, Zhang et al. (2018) conclude that multilevel high-performance work systems are reported by HR executives, indicating that this approach works to predict individual performance and job satisfaction, and goal congruence of line managers enhances the consistency between the desired and the experienced practices. Boon et al. (2019) provide a synthesis of three decades of research, and this synthesis allows concluding that the most beneficial outcomes are achieved when HRM is regarded as coherent systems of staffing, training, appraisal, rewards, and employee voice. Meijerink et al. (2020) demonstrate that employee-reported experiences and evaluative judgements invoke different psychological processes that associate HRM to outcomes. According to Singh (2024), progressive HRM bundles are favourable to financial performance, growth and innovation, but the conceptual barriers between practices, systems and climate are still unclear. Hansen et al. (2025) present meta-analytic data that high-performance practices in SMEs lead to better financial performance, existence, motivation and skill utilisation.
Outcomes will be attitudinal and behavioural in addition to productivity. Zhang et al. (2018) emphasize the commitment and citizenship behaviour, and Boon et al. (2019) also relate HRM systems to the quality of services, their satisfaction with customers, and decreased turnover. Meijerink et al. (2020) find engagement, wellbeing and social-exchange quality as mediators and together with Hansen et al. (2025), Singh (2024) highlight contextual moderators, including leadership, sector and institutional environment, and warning that cross-sectional evidence can only be used to make causal claims to a certain extent.
[bookmark: _Toc219840602]2.3.2 Wellbeing-Oriented HRM and Tensions in Outcomes
Boosting performance, wellbeing-oriented HRM tensions are anticipated in the recent literature. By utilizing a systematic review of employee wellbeing practice, Bhoir and Sinha (2024) suggest that supportive supervision, manageable workloads, flexible working and access to mental-health resources initiatives can be effective in the engagement, satisfaction and retention, under the condition of being included in coherent HRM systems and realistic job designs. Simultaneously, they demonstrate that symbolic or ill-equipped wellbeing programs, operationalised with the escalation of performance goals and working hours, do not contribute to a reduction or increase in stress levels, thus nullifying the possible benefits. This tension is reflected by Singh (2024), who states that sometimes high-intensity HPWS increase strain and burnout unless a balance is created between them and health-supportive job design and leadership. The same warning is also expressed by Hansen et al. (2025) who note that HPW practices in small firms can impose too much roles or staffing can be overworked or the job security weak. The results are especially applicable to labour-intensive manufacturing, where the long working hours, piece-based pay and strict deadlines on the products require delivery imply that even the progressive HRM practices may support the work intensification provided that the wellbeing is not considered a primary design factor.
[bookmark: _Toc219840603]2.3.3 HPWS in Asian Manufacturing and Compliance-Driven Contexts
The experience of Asian production reveals that the pressure of institutions and buyers has a strong impact on HRM decisions, which in many cases are not similar to the situation in the west. The authors of the research by Zhu et al. (2018) show that the HPWS improve the performance of Chinese companies when the organisational learning potential is high, and internal capabilities moderate the effect. Lin et al. (2020) believe that HPWS and authoritarian leadership may enhance performance and at the same time emission of emotion in case of heavy control. According to Sun and Mamman (2021), normative and mimetic institutional pressures are the factors that promote HPWS adoption in Chinese SMEs, but due to the scarcity of resources and managerial experience, complete adoption is not feasible. In the case of the RMG industry in Bangladesh, Chowdhury (2023) demonstrates that the buyer audits, sustainability agendas and global value-chain expectations compel factories to adopt formalized, environmentally oriented HRM systems, but there is little evidence of the effect on productivity, retention, and wellbeing. According to Sherazi et al. (2024), institutional pressure is simply not sufficient to provide green innovation without quality HR and managerial practices. In general, compliance and sustainability do affect the development of HPWS and Green HRM in Asian export-oriented manufacturing, although the impact on human resource and long-term performance is still partly well-known.
[bookmark: _Toc219840604]2.4 Bangladesh RMG Macro-Context and Institutional Pressures
[bookmark: _Toc219840605]2.4.1 Economic and Labour Market Significance of the RMG Sector
The ready-to-wear industry has turned out to be the export economy of Bangladesh. According to Davies, (2025) the apparel industry is the biggest involving approximately 84 percent of the exports where industry and government sources estimate four million direct employment, most of them occupied by women in the peri-urban regions. This cluster of feminine work associates clothing with domestic income, gender empowerment and poverty alleviation. The industry also adds to the GDP and foreign-exchange revenues. Unit costs, defect rates and delivery reliability in a people-intensive and low-margin industry, relies on how companies recruit, train, motivate and retain their employees. Good human resource management is thus the hub of not only productivity but also survival of Bangladesh in the global value chains. This matters nationally.
[bookmark: _Toc219840606]2.4.2 Post-Rana Plaza Reforms and Compliance Regimes
Following the Rana Plaza incident, the Accord on Fire and Building Safety brought an inspection and remediation duty to legally binding to export-oriented factories. According to Bridie (2022), this would be institutionalised later via the RMG Sustainability Council that currently organises mass structural and electrical inspections, oversees corrective action plans, and provides occupational safety and health training. Recent reports of RSC record tens of thousands of inspections and remediation in covered facilities that continue to take place. In addition to technical controls, special grievance mechanisms can enable employees to establish safety issues without having to touch on the management. The setting of wages, however, has been a controversial one. According to AP News (2023), after weeks of protests, the government increased the monthly minimum wage to approximately one hundred and thirteen US dollars, but most unions and advocacy organisations said the pay was not raised in tandem with inflation and the cost of living.
[bookmark: _Toc219840607]2.4.3 Uneven HRM Development and Structural Constraints
In spite of these compliance benefits, there has been slow and uneven spread of structured human resource management in the sector. According to Uddin et al. (2021), not all small and medium factories have formal HR, written policies, and systematic training. Hassan (2022) also records under-investment in appraisal, communication and grievance management, which have led to high turnover and labour unrest. Based on this evidence, Md. Asaduzzaman Khan and Brymer (2023) propose that the capability gaps in HRM restrict the factories in converting the pressure of the outside compliance to perpetuated performance gains. Combined, these reports point to price pressure, short lead times and management capacity limits to long-term productivity growth and limit the ability to upgrade technology and shift to higher value-added segments of the global apparel market.
[bookmark: _Toc219840608]2.5 HRM Practice Domains and Outcomes in Bangladesh’s RMG Sector
[bookmark: _Toc219840609]2.5.1 Core HRM Practice Domains in RMG
The studies of the industry of ready-made clothes in Bangladesh indicate that there is a usual group of HRM domains, but the level of implementation at the factories differs drastically. Based on the survey data of the export-oriented plants, Alam et al. (2024) list training and skills development, performance appraisal and feedback, pay and reward system, worker voice and participation arrangements, and occupational safety and health (OSH) structures as the primary pillars of the factory-level HRM. According to Better Work Bangladesh (2025), other working-time, overtime and rostering processes are formalised by participating factories (in line with brand expectations of hours and rest days), whilst safety committees and OSH training are embedded aspects of the HRM system in Accord-covered factories (as reported by RMG Sustainability Council, RSC).
[bookmark: _Toc219573163]Table 2: HRM practice domains and reported outcomes in Bangladesh RMG
	HRM domain
	Typical practices
	Indicative outcomes

	Training and skills development
	Induction, technical skills courses
	Higher skills, fewer errors

	Performance appraisal and feedback
	Targets, periodic reviews, supervisor feedback
	Clearer expectations; mixed fairness perceptions

	Pay, reward and wage structures
	Minimum wage, overtime pay, bonuses
	Motivation, turnover, wage disputes

	Worker voice and participation
	Participation committees, suggestion systems
	Better grievance resolution; variable influence

	OSH practices and safety culture
	Safety committees, training, remediation, PPE
	Fewer incidents, stronger safety climate

	Working time and rostering
	Shift schedules, overtime allocation, leave records
	Fatigue, work–life balance, retention



This domain structure is supported by Uddin et al., (2023) which indicates that training, performance appraisal and fair compensation is a bundle predicting greater employee performance and reduced turnover intentions in textile and apparel companies.
[bookmark: _Toc219840610]2.5.2 HRM Practices and Employee Engagement, Retention and Wellbeing 
Results prove outcomes involvement in RMG factories, retention, and wellbeing. Alam et al. (2024) demonstrate that development opportunities, frequent feedback and supportive supervision enhance employee engagement, and the quality of supervisor enhances these results. Uddin et al. (2023) discover that effective training, open appraisal and equitable incentive improve self-rated performance and low turnover intentions, which fits the AMO principles of ability and motivation. Albrecht et al. (2015) suppose that HRM practices, which are strategically aligned, influence the organisational climate and psychological safety and promote engagement and competitive advantage, which is implemented to the Bangladesh garments industry. According to Better Work Bangladesh (2025), gender equality and the interventions of supervisory skills enhance communication, decrease harassment and increase respect and optimize wellbeing and perceptions of safety. Nevertheless, superficial appraisals, weak worker voice and unstable rosters are still compromising engagement and keeping anxiety on workload and income security.
[bookmark: _Toc219840611]2.5.3 HRM Practices, Productivity, Quality and Compliance 
There is evidence on the performance of the HRM operational systems that associates with productivity, quality and compliance, although it has methodological limitations. The cross-sectional survey of textile and apparel corporation conducted by Uddin et al. (2023) reveals that bundled training, performance management system and reward system is linked to increased reported productivity, improved product quality and reduced absenteeism that can be explained using the AMO framework. Khan and Brymer (2023) suggest that export competitiveness through integrated HRM and compliance systems can increase both the skills and discipline and compliance with codes of the buyer, particularly the large brand-related factories versus the smaller subcontractors. According to RSC and Better Work Bangladesh (2025), enhanced compliance and on-time delivery are supported by tightened OSH training, corrective action plans/grievance mechanisms. Non-random samples and self-reported indicators are, however, small, which constrain causal inference, and more rigorous, mixed-method studies are required to learn the mechanism and heterogeneity of factories and buyers.
[bookmark: _Toc219840612]2.6 Labour Regulation, Policy Architecture and HRM in Bangladesh RMG
[bookmark: _Toc219840613]2.6.1 Legal and Quasi-Legal Instruments Shaping HRM
The Bangladesh regulatory framework in the RMG sector is pegged on International Accord of Health and Safety in the Textile and Garment Industry and the 2023 Bangladesh Agreement of Health and Safety in the Textile and Garment Industry as described by Hossain and Mahmud (2025). According to Akshata (2023), this programme is a legally binding addition that mandates signing brands and unions to undertake independent inspections, correct structural, electrical and fire risks, offer ongoing safety training, and confidential worker complaint procedures, which has been established under the RMG Sustainability Council (RSC). Such requirements influence HRM, as they force OSH policies, supervisor and worker training, documentation and involvement of workers in safety governance. The data on the RSC monitoring shows the effects of quasi-legal governance: the December 2024 Monthly Report states that 20,328 inspections including the building, electrical, fire, and boiler safety were conducted in June 2020-December 2024 with corrective action plans (RMG Sustainability Council, 2024). Factories will have to collaborate with inspections, schedule hazard remedies, engage in training and make OSH accountable by incorporating these roles into HR, production and compliance practices through active safety committees.
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[bookmark: _Toc219573171]Figure 1:  Number of factories covered by RSC 
Source: (RMG Sustainability Council, 2024)
According to the monthly safety remediation update, the situation is improving regularly, with 622 out of 1,851 factories having been awarded a Letter of Recognition because of completing the initial findings (RMG Sustainability Council, 2024). Nonetheless, the remediation processes are not fast enough to reach 100 percent because of the complicated fire safety standards. To alleviate this, the RSC has updated the T&CVI2 process, defined duties and sorted the activities.
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[bookmark: _Toc219573172]Figure 2: Number of Initial 100% remediate factories (combinedly recognised) 
Source: (RMG Sustainability Council, 2024)
The data on the progress of April-December 2024 indicates steady achievement in the process of initial fire, electrical, and structural findings (RMG Sustainability Council, 2024). Electrical remediation was the best in maintaining the highest completion levels with fire remediation being relatively low. On the whole, compliant factories were steadily growing, up to 622 in December 2024, which means that all safety scopes were gradually improving.
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[bookmark: _Toc219573173]Figure 3:  Number of Initial 100% remediate factories by scope (Fire, Electrical & Structural)
Source: (RMG Sustainability Council, 2024)
There are also parallel advances in national labour regulation that have an impact on HRM practice. According to a report prepared by the Government of Bangladesh and presented to the ILO Governing Body in 2024, the amendments to Bangladesh Labour Act, the increase in the National Occupational Safety and Health Council, and efforts to institutionalise factory-level safety committees in high-risk industries such as garments will be planned (Sameer, 2024). In the report, the Department of Inspection to Factories and Establishments is highlighted as having mandate to enforce compliance and order on matters concerning OSH standards. A combination of these international and domestic instruments consolidate the expectations that employers have documented OSH procedures, engage worker representatives and incorporate safety responsibilities as part of HRM systems other than viewing compliance as a technical activity to be performed in isolation.
[bookmark: _Toc219840614]2.6.2 Enforcement Gaps, Buyer Audits and Internal Capabilities
Although there are some formal improvements in regulations, the RMG sector in Bangladesh is still not evenly implemented, as dictated by the influence of buyers and in-house capabilities. According to Gamage (2023), the current situation whereby the Accord-based model has enhanced structural and electrical safety has remained an issue on coverage, finance controls, and incorporating boiler and chemical safety as part of the routine inspections. According to Chowdhury (2023), sustainability efforts and green HRM are becoming more widespread, but sustainable changes are more rapid in large, brand-related factories compared to resource-limited subcontractors. HRM can be supported and distorted either by buyer audits or by social-compliance programmes. Intensive audits strengthen OSH training, grieving procedures and working-time records, which offer such leverage to HR expenditure. Nevertheless, where audits focus on documentary evidence as compared to experience of workers, factories might have a tick-box mentality where focus is on paperwork as opposed to long-term capacity building where such aspects as excessive working hours, lack of worker voice and strong supervisory skills are only partially resolved.
[bookmark: _Toc219840615]2.7 Synthesis and Identified Gaps
[bookmark: _Toc219840616]2.7.1 Thematic Synthesis Aligned with the Research Questions
The literature indicates that the main areas of HRM in the RMG sector of Bangladesh are known, and the degree and scope of application is not even across smaller and subcontracting factories (Hassan, 2022). Research has revealed that training, appraisal, pay, worker voice, OSH practices and working-time management bundles that combine to increase productivity, quality, engagement and lower turnover are linked to skills, motivation, participation and safety climate (Chowdhury, 2023). However, there is some inconsistent evidence on the wellbeing, voice and roster predictability: some reports show that communication and safety improved, and others show work intensification, financial insecurity, and little control over schedules (Hassan, 2022). The body of research on labour regulation, buyer initiatives and compliance regimes proposes that safety accords, Sustainability Council supervision and labour-law reforms have increased minimum standards and promoted formal HRM practices, but due to the lack of enforcement and ability differences, adoption and consistency continue to differ across factories.
[bookmark: _Toc219840617]2.7.2 Gaps in the HRM–Performance–Compliance Literature for Bangladesh RMG
There are a number of gaps that persist across sources. Available literature is disjointed in journals, legal texts, audit papers and newspaper articles, and insufficient synthesis has been applied to connect the spheres of HRM practice, regulatory tools and labour or organisational performance in an analytical paradigm (Hassan, 2022). Other important dimensions like employee voice, appraisal quality, perceived fairness and predictability of the working time are not well-researched yet are pertinent to engagement, retention and wellbeing (Chowdhury, 2023). Little literature investigates HRM systems, taking into consideration mediating mechanisms, or relate the doctrinal and regulatory analysis to empirical data on HRM and performance. Little has been done in terms of qualitative research that describes the experience of managers, supervisors and workers at export-oriented factories with compliance-driven HRM (Alam et al., 2024). Such gaps give reason to a qualitative-dominant, desk-based synthesis with primary data to explain what is being used, what works and why in the RMG sector in Bangladesh to inform policy and practice.
[bookmark: _Toc219840618]2.8 Conceptual Framework and Educated Estimation
[bookmark: _Toc219840619]2.8.1 Proposed Conceptual Framework
The theoretical framework incorporates RBV, AMO/HPWS and SET. Gerhart and Feng (2021) concur that this is because human capital and HRM systems create advantage when they are valuable and difficult to imitate and entrenched within supportive structures. Bos-Nehles et al. (2023) demonstrate that training, appraisal, rewards, participation, OSH and working-time AMO-aligned bundles increase the ability, motivation and opportunities of the employees. According to Ahmad et al. (2023), SET states that perceptions of fairness, support, safety and voice explain the engagement and discretionary effort. In that context, HRM bundles moderate ability, motivation, opportunity and perceptions, leading to productivity, quality, retention, turnover, compliance and wellbeing, that are mediated by factory characteristics, compliance environment like labour law, Accord/RSC structures and brand audits.
[bookmark: _Toc219840620]2.8.2 Educated Estimation of Expected Relationships
By adding to the current literary pool, this research project predicts a positive association between the application of coherent and well-coordinated HRM bundles and diverse valuable organisational performance metrics, including higher productivity, enhanced product quality, higher rates of employee retention, better compliance with regulations, and general worker wellbeing (Gerhart and Feng, 2021). It is assumed that the relationships between HRM practices and these outcomes will be particularly good in situations where the outside pressure is high, including the regulatory review and buyer requests. Moreover, with managerial capacity being robust enough, the factories can adopt the HRM practices in a substantive way so that they provide real benefits in performance and welfare of the employees, not just being symbolic to the outside world.
Conversely, those factories functioning on the basis of disjointed HRM practices or emphasising only on compliance without contextualizing their HR systems to overall organisational objectives would also be prone to poor returns in terms of productivity, quality, retention, and employee satisfaction. Particularly, this is true where the practices of the HRM are not adequately integrated and are not able to meaningfully involve the employees in a sustainable way. In case employees feel that the HRM practices being implemented are not fair or they are being treated as an instrument to follow the rules and not as a significant contributor to the organization, the HRM systems will not produce positive results. As Ahmad et al. (2023) mentioned, this lack of balance in the exchange that is perceived by the employees especially when they feel like they are not given anything in return or fairly treated can be a serious threat to their motivational levels, engagement, and wellbeing.
The factories with better managerial competencies and more oriented HR are likely to be better in this respect. Such factories will tend to bring in HRM practices that do not only aim at high performance but also to make sure that there is a balanced approach towards employee wellbeing. Such a balance is essential, and it is sure that the HRM practices will result in the long-term sustainable increase of productivity and employee satisfaction. Through the application of the activities that enhance fairness, transparency, and observance of the rights of the workers, the factories can create a workplace in which the employees will feel important and willing to put in their best foot forward. It is hoped that this combined strategy will bear fruit since employees will have a better chance of interacting with the HR systems in a positive manner resulting in better retention and compliance.
[bookmark: _Toc219840621]2.9 Conclusion
This chapter has also reviewed the available literature concerning HRM practices and labour laws in the Bangladesh RMG industry. It has discussed different schools of thought including the RBV, AMO, and Social Exchange Theory to narrate the connection between HRM and employee performance, such as productivity, quality, retention, and employee wellbeing. The review has pointed out coherent HRM practices are largely correlated to the regulatory pressures and the capacity of the manager along with transparency, safety and employee voice as key factors. The chapter also determined the gaps in the existing literature and how this gap would be filled in the following chapters. All in all it provides a solid base to further studies, showing how enhanced HRM practices are able to assist in developing and sustaining the Bangladesh RMG industry.

[bookmark: _Toc219840622]Chapter 3: Research Methodology
[bookmark: _Toc219840623]3.1 Introduction to the Methodology
This chapter gives an explanation of the methodological framework used to study the role of Human Resource Management (HRM) in the development of the researched industry of Bangladesh which is the ready-made garments (RMG) industry. This chapter aims to give the reader a clear and systematic report on the way the research was conducted, data were gathered and processed, and why particular methodological decisions were taken (Kruger and Mitchell, 2022). It is important that an articulate methodology will be used to prove academic rigour and to allow the readers to judge the credibility, reliability and trustworthiness of the results of the study.
The study is based on a qualitative dominant design utilizing limited primary evidence on a desk basis. The strategy is consistent with the objective of the study to learn the influence of HRM practices, labour regulation, and buyer-driven compliance regimes on productivity, quality, retention, and worker wellbeing in the RMG sector in Bangladesh (Torrington et al., 2020). The chapter provides the philosophy of the research, approach, strategy, sources of the data, sampling method, process of data collection and analysis, and ethical issues as well as limitations in the research methodology.
[bookmark: _Toc219840624]3.2 Research Aim and Questions Revisited
In order to make the research objectives and methodology choices coherent, this section is a brief restatement of the research aim, objectives, and questions guiding the research.
[bookmark: _Toc219840625]3.2.1 Research Aim
To examine how HRM practices and labour regulation shape productivity, quality, retention/turnover, compliance, and worker wellbeing in Bangladesh’s ready-made garments (RMG) sector.
[bookmark: _Toc219840626]3.2.2 Research Objectives
The objectives of the study are:
· To map the prevalence and implementation of core HRM practices (training, appraisal, pay/reward, employee voice, OSH, working time).
· To evaluate how specific HRM practices are associated with outcomes (productivity, quality, retention/turnover, compliance, wellbeing) and through which mechanisms.
· To analyse how labour regulation and buyer-driven compliance regimes enable or constrain consistent HRM adoption.
· To generate actionable recommendations for managers and policymakers.
[bookmark: _Toc219840627]3.2.3 Research Questions
The study is guided by the following research questions:
· RQ1: Which HRM practices are most prevalent in Bangladesh’s RMG sector, and how are they implemented at factory level?
· RQ2: What outcomes are associated with these HRM practices, and through which mechanisms (e.g., engagement, voice, safety climate)?
· RQ3: How do labour regulations, codes, and enforcement shape the adoption, depth, and consistency of HRM practices across factories?
· RQ4: What management and policy actions are most feasible for strengthening HRM consistency and outcomes?
[bookmark: _Toc219840628]3.3 Research Philosophy
[bookmark: _Toc219840629]3.3.1 Interpretivist Research Philosophy
The present study is based on an interpretivist research philosophy. Interpretivism presupposes social construction of social reality and the need to evaluate the organisational phenomenon through the lenses of human experiences, meanings, and interpretations (Ryan, 2018). Interpretivism, in contrast to positivism approaches, in which the focus is on objective measurement and hypothesis testing, aims at elucidating how people make sense of their working environment and institutional context.
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[bookmark: _Toc219573174]Figure 4: Interpretivism Paradigm & Research Philosophy 
Source: (Nickerson, 2024)
The analysis is concerned with the HRM practices, welfare of workers, compliance, and decision-making of managers in the RMG sector in Bangladesh, which are entrenched in the social, cultural, and regulatory aspects (Khan and Milne, 2019). The interpretivist stance is necessary in order to understand how HRM practices are perceived by HR managers, supervisors and compliance officers and how they influence their outcomes. This philosophy allows the researcher to look in the subjective meaning and situational influence that define the HRM implementation in the labour intensive and compliance-driven industry.
[bookmark: _Toc219573164]Table 3: Research Philosophy and Justification
	Aspect
	Description

	Research philosophy
	Interpretivism

	Ontological position
	Socially constructed reality

	Epistemological stance
	Knowledge derived from human interpretation

	Relevance to study
	Explains HRM practices, perceptions, and outcomes


[bookmark: _Toc219840630]3.4 Research Approach
[bookmark: _Toc219840631]3.4.1 Inductive-Dominant Research Approach
The research approach embraced by the study is an inductive-dominant research approach. Inductive approach will be suitable in the case when the goal is to establish explanations and patterns based on empirical data instead of the statistical testing of predetermined theories and hypotheses (Laari, 2025). Even though the research is supported by such existing theoretical frameworks as Ability Motivation Opportunity (AMO) model and High-Performance Work Systems (HPWS) the focus is placed on how the theoretical model informs the situation on the ground in case of the Bangladeshi RMG.
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[bookmark: _Toc219573175]Figure 5: Deductive vs Inductive Method 
Source: (Abdussalam Shibani et al., 2021)
This will enable the investigator to reach conclusions based on qualitative evidence and determine which themes are repeated and how the HRM practice is connected to both organisational and employee performance (Abdussalam Shibani et al., 2021). The inductive orientation is quite appropriate because RMG factories are heterogeneous and uneven in the adoption of the HRM practices throughout the industry.
[bookmark: _Toc219840632]3.5 Research Strategy and Overall Design
The study uses a qualitative, desk-based dominant approach, which is supported by the primary data that is exploratory. Desk-based research entails logical study of available literature, policy reports, legal literature, compliance reports and industry reports. This will be the right plan considering the rich secondary data available in the country in relation to HRM, labour regulation, and compliance in the RMG sector in Bangladesh (Kruger and Mitchell, 2022). This plan will be useful in terms of academic, legal, and industrial approaches to this topic, making it possible to understand the HRM practices and their effects comprehensively. There was no adoption of alternative strategies like large-scale survey or experiment because of practical limitations and the focus of the study on contextual explanation and not statistical generalisation. The chosen strategy is very much related to the research aim and questions, so it will be analytical and feasible.
[bookmark: _Toc219840633]3.6 Data Types and Sources
[bookmark: _Toc219840634]3.6.1 Secondary Data
The primary source of evidence used in this study is the secondary data that present a significant theoretical and contextual background (Merriam and Tisdell, 2016). Such data will contain peer-reviewed scholarly articles about Human Resource Management (HRM), AMO framework, High-Performance Work Systems (HPWS) and articles that cover the Ready-Made Garments (RMG) industry. Besides, industry and compliance reports of the recognised organisations, including Better Work Bangladesh and the RMG Sustainability Council, are used to identify sector-specific practices and compliance developments (Better Work Bangladesh, 2025). The legal and policy documents that are relevant to labour law, occupational safety and health (OSH), and international accords are also discussed. Moreover, the use of credible news sources, grey literature, and reputable sources can be included to improve the coverage of the modern-day issues concerning wages, compliance, and industrial relations.
[bookmark: _Toc219840635]3.6.2 Primary Data
Primary qualitative data is employed to supplement and contextualise the secondary findings with the perspectives on the factory level (Ajayi, 2023). The data is gathered by interacting with the HR managers, line supervisors and officers in charge of OSH and industrial relations. The presence of these interviewees will allow the research to discover real-life experience of HRM practices application, day-to-day compliance procedures and operational issues in the garment factories. Consequently, the primary data complement the richness and soundness of the analysis process through connecting the theoretical concepts with real organisational practices.
[bookmark: _Toc219573165]Table 4: Data Types and Link to Research Questions
	Data Source
	Type
	Related Research Questions

	Academic literature
	Secondary
	RQ1, RQ2

	Compliance and audit reports
	Secondary
	RQ2, RQ3

	Interviews and questionnaires
	Primary
	RQ1, RQ4


[bookmark: _Toc219840636]3.7 Data Collection Methods
Data collection is an extremely sensitive procedure in any research since it determines the quality, reliability, and relevancy of the facts on which the findings of the study will be drawn. The research also employed the methods of data collection including secondary and primary, hence, triangulation and augmented the validity of results (Karunararathna and Gunasena, 2024). The data collection was proceduralized and made structured to ensure it was transparent and replicable. The secondary data provided a good theoretical and contextual frame of reference as compared to the primary data whose practitioners were direct information of the Bangladesh RMG industry. The methods were also appropriate within the research questions and objectives since the data obtained served as a direct answer to the research purpose to determine the HRM practices and the outcome of the practice.
[bookmark: _Toc219840637]3.7.1 Secondary Data Collection
The secondary data were collected through systematic scoping review to obtain a precise overview of HRM practices, labour regulation and compliance in the RMG industry in Bangladesh (Orcutt, 2024). It involved brief stages of identification, screening, eligibility, and inclusion, which are documented in a PRISMA type of a log to guarantee the transparency (O’Dea and Lagisz, 2021). The review of the literature was conducted based on academic articles, policy reports, legal documents and industry publications. The criterion of assessing the credibility, relevancy, and methodological rigour of each source were evaluated under a critical examination according to the established quality assessment instruments, including CASP, JBI, MMAT, and AACODS. This has been done to ensure the reliability of the secondary evidence and validity. It was also supplemented with grey literature and news to present background and incorporate the latest happenings in the industry in the analysis, which is a more rigorous analysis. They relied on the secondary data as the basis of comparison and triangulation of primary evidence.
[bookmark: _Toc219840638]3.7.2 Primary Data Collection
Primary data were collected remotely in UK by use of online semi-structured interviews and short open ended e-questionnaire. The method has been selected as one of the means to conquer geographical issues and provide contextualised and detailed information using the perspectives of the participants in the RMG sector. Its interviews were developed to explore the experiences, impressions, and issues of HRM implementation and compliance with the participants (Ajayi, 2023). The questionnaire was used to complement the interviews, as it also helped to receive short but relevant answers of more participants. The research questions and theoretical framework that comprised of AMO and HPWS were used to formulate interview guides that were sensible in terms of the study objectives. The Internet approach was also advantageous because the respondents were able to send their responses in the comfort and security of their location hence maintaining ethics in data collection.
[bookmark: _Toc219840639]3.8 Sampling Strategy
The sampling strategy determines the degree of relevance and representation of data collected. In qualitative research, purposive sampling is also used to determine respondents who are at a specific level of knowledge and experience in the field of research (Makwana et al., 2023). The study was purposive since it selected respondents who had direct experience in the practices of HRM, labour regulation and compliance in the Bangladesh RMG industry. To achieve depth and richness of the qualitative analysis, the sample was sufficiently small (approximately 1015 people). There were inclusion and exclusion criteria as well which were clear in the sense that only the individuals with the relevant roles and insights contributed to the study. This methodology assists the study to adopt the interpretationist approach as it pays more attention to the in-depth meaning as opposed to the statistical generalisation.
[bookmark: _Toc219840640]3.8.1 Purposive Sampling Technique
Participants who were sampled by a purposive sampling method were individuals with the potential to give the most pertinent and informative data to answer the research questions (Tajik and Golzar, 2024). The participants had to be employed in HR management, line supervision or occupational safety and health (OSH) / industrial relations jobs within the RMG factories at the moment or recently. This approach enabled the researcher to approach those individuals who were with particular expertise, and the data was relevant and reliable. The sample size was 10-15 people, which is adequate to thematize in the qualitative analysis. This methodology will make the data obtained directly related to practical HRM experiences, compliance issues, and perceived results, that will be central to the analysis of the effectiveness of HRM practices in the framework of the RMG industry in Bangladesh.
[bookmark: _Toc219840641]3.9 Data Analysis Procedures
Qualitative research is analysed by organising, interpreting, and deriving meaning using information collected by the researcher. This paper used a systematic and organised data analysis of both secondary and primary data (Mezmir, 2020). It was to determine recurring patterns, themes, and relationships among HRM practices, regulatory influences, and organisational outcomes. The analysis was a process that was carried out in steps, where the process started with familiarisation of the data, coding, development and interpretation of themes. This methodology goes hand in hand with an interpretivist philosophy and gives the researcher the opportunity to get deep insights, based on various sources. The analytical software like NVivo was deemed to aid in coding and thematic organisation although manual verification was done to ensure interpretative accuracy.
[bookmark: _Toc219840642]3.9.1 Thematic Analysis
Thematic analysis was used to analyse all the qualitative data and this offers a systematically flexible method of identifying, analysing, and reporting patterns in the data. The thematic analysis allows the researcher to systematise the information of any complexity into relevance themes that are connected to the research goals (Lochmiller, 2021). As an example, the HRM practices were coded based upon the AMO framework and the HPWS framework, and such outcomes as productivity, retention, compliance, and wellbeing were also formally classified (Edgar and Zhang, 2020). This approach enables the data-based as well as theoretically informed development of themes. Intersection of secondary and primary sources also increased the validity of the identified themes, whereas the reflective notes were kept to explain the interpretation of the researcher and possible bias. Thematic analysis hence brought consistency and rigour to the whole process of analysis.
[bookmark: _Toc219840643]3.9.2 Coding Framework
The coding framework was adopted in terms of AMO (Ability, Motivation, Opportunity) and HPWS domains, and embedded in the outcome-oriented categories. This methodology was used to label data fragments systematically to enable comparison of data cross-source and thematic analysis (Edgar and Zhang, 2020). The framework made sure that all data gathered were assessed in a similar fashion, the correlation of HRM practices to the perceived or noted organisational and employee performance.
[bookmark: _Toc219573166]Table 5: Coding Framework for Analysis
	Framework Element
	Coding Focus

	Ability
	Training, skills development

	Motivation
	Pay, appraisal, rewards

	Opportunity
	Employee voice, participation

	Outcomes
	Productivity, retention, wellbeing



[bookmark: _Toc219840644]3.10 Research Rigour and Trustworthiness
The rigour of research was ensured by triangulation, clear documentation and reflexive bias consideration. Triangulation was a form of comparing and integrating the data of the secondary sources, interviews, and questionnaires to improve the validity of the findings (Shapland et al., 2024). Careful notes were documented to make the decisions of data selection, coding, and interpretation. Reflexivity entailed the researcher giving a critical appraisal on how they impacted the findings and process of the research. Although the qualitative results cannot be statistically generalised the emphasis on the credibility, transferability, and dependability makes the study academically sound. All these measures enhance validity and reliability of analysis.
[bookmark: _Toc219840645]3.11 Ethical Considerations
Ethical concerns were of critical concern in both secondary and primary data collection. All the participants took an informed consent and it was ensured that the participation was voluntary and the purpose of the research was fully understood. The participants were given their individual codes that guaranteed the anonymity as no identifying information was given. The confidential data were handled in a responsible manner as per the ethical principles, related to the matters of labour and compliance (Glattke, 2020). The standards of copyright, licensing and giving of appropriate attribution were followed in the utilization of secondary data. The information was securely stored and the respondents were allowed to withdraw any time they wanted. The detailed registration of methodological decisions contributed to enhancing openness to ethics and raising trust and responsibility.
[bookmark: _Toc219840646]3.12 Methodological Limitations
Various methodological limitations are identified in the research, as well. The sample size was restricted to some that is not representative of a lot of statistics. The application of the secondary source means that one can have the possibility of having old data or biased information about reporting. Remote data collection introduces problems depending on the interaction and the in-depthness of the reactions of the subjects (Kruger and Mitchell, 2022). Also the findings are more interpretative and less causal and they rely on patterns and relationship rather than specific cause effect relationship. Triangulation, good documentation and reflexive practice were among the solutions to these constraints. The research is transparent as it has identified the limitations clearly and its limitations help in enhancing the validity and generalizability of the results.
[bookmark: _Toc219840647]3.13 Chapter Summary
The chapter has also provided a comprehensive description of the methodological framework on which the study has been performed. It enabled the application of qualitative, desk-based dominant design, with primary evidence to supplement it, with described data collection methods, sampling strategy, and analytical methods and outlined ethical considerations and constraints. The selected methodology guarantees the consistency with the research aim, objectives, and questions. The following chapter will introduce the research results, which will be structured based on the themes found in the approaches to this matter described in this chapter.


[bookmark: _Toc219840648]4. Data Analysis
[bookmark: _Toc219840649]4.1 Introduction
The chapter provides a systematic review of the primary data collected in this study which converts raw responses to meaningful information that answers the overall aim of a study as well as its objectives and research questions (Ahmad et al., 2023). The general purpose of the study is to investigate the theoretical effects of Human Resource Management (HRM) and labour regulation on productivity, quality, retention/turnover, compliance, and worker wellbeing of the Ready-Made Garments (RMG) industry in Bangladesh.
The objectives guiding this analysis are: 
· To map the prevalence and implementation of core HRM practices, including training, appraisal, pay/rewards, employee voice, occupational health and safety (OSH), and working time; 
· To evaluate how specific HRM practices are associated with outcomes such as productivity, quality, retention/turnover, compliance, and employee wellbeing; 
· To analyse how labour regulations and buyer-driven compliance regimes enable or constrain consistent HRM adoption; and 
· To generate actionable recommendations for managers and policymakers.
The research questions addressed in this chapter are:
· Which HRM practices are most prevalent in Bangladesh’s RMG sector, and how are they implemented at the factory level?
· What outcomes are associated with these HRM practices, and through which mechanisms, such as engagement, voice, or safety climate?
· How do labour regulations, codes, and enforcement shape the adoption, depth, and consistency of HRM practices across factories?
· What management and policy actions are most feasible for strengthening HRM consistency and outcomes?
This chapter provides a good structure of analysing the primary data obtained in 15 participants in various RMG factories in Bangladesh by reintroducing the aim, objectives and research questions. Represented in the form of structured tables, pie charts, and summary statistics, the analysis is transparent, reproducible, and directly connected to the results of the research and the research objectives of the study (Bos-Nehles et al., 2023).
[bookmark: _Toc219840650]4.2 Research Questions
The primary research questions guiding this analysis are as follows:
· Does your factory provide regular training programmes to improve employee skills?
· Are employees given opportunities to participate in decision-making related to their work?
· Does your factory implement formal performance appraisal systems for all employees?
· Are employees rewarded (financially or non-financially) for high performance?
· Does your organisation actively monitor and enforce occupational health and safety (OSH) standards?
· Do you believe that HRM practices in your factory improve employee wellbeing and satisfaction?
The questions sketched the outline of information gathering and processing as every answer was analyzed in accordance and location to the research purpose.
[bookmark: _Toc219840651]4.3 Dataset Description
A purposive sample of 15 participants consisting of HR managers, line supervisors and OSH officers of large Bangladeshi RMG firms (Beximco Textiles, DBL Group, Square Textiles, and Fakir Apparels) was selected to gather primary data. The respondents were sampled according to their first hand experience with HR practices and compliance management, which guarantees that the gathered data is relevant and credible (Makwana et al., 2023). The data is in the form of Yes/No to six structured questions, which gives categorical data that can be analyzed by means of frequency and represented in a graphical form. The online interviews and email questionnaires enabled the methods of data collection to overcome geographical limitations, but ensured the observance of ethical requirements such as informed consent, anonymity, and safe storage of data (Kruger and Mitchell, 2022).
[bookmark: _Toc219573167]Table 6: Participant Responses Summary
	Participant Name
	Designation
	Company Name
	Interview Method
	Q1
	Q2
	Q3
	Q4
	Q5
	Q6

	Ayesha Rahman
	HR Manager
	Beximco Textiles
	Online
	Yes
	Yes
	No
	Yes
	Yes
	No

	Tanvir Hossain
	Line Supervisor
	DBL Group
	Online
	Yes
	No
	Yes
	Yes
	No
	Yes

	Fatema Akter
	OSH Officer
	Square Textiles
	Email
	No
	Yes
	Yes
	No
	Yes
	Yes

	Imran Karim
	HR Manager
	Envoy Group
	Online
	Yes
	Yes
	Yes
	Yes
	No
	Yes

	Sumaiya Begum
	Line Supervisor
	Akij Group
	Email
	No
	Yes
	No
	Yes
	Yes
	No

	Rahim Uddin
	OSH Officer
	Epyllion Group
	Online
	Yes
	No
	Yes
	No
	Yes
	Yes

	Shabnam Sultana
	HR Manager
	Fakir Apparels
	Online
	Yes
	Yes
	Yes
	Yes
	Yes
	Yes

	Monir Hossain
	Line Supervisor
	Ha-Meem Group
	Email
	No
	Yes
	No
	Yes
	No
	Yes

	Nazmul Islam
	OSH Officer
	Ha-Meem Group
	Online
	Yes
	No
	Yes
	Yes
	Yes
	No

	Jannatul Ferdous
	HR Manager
	Ananta Group
	Online
	Yes
	Yes
	Yes
	No
	Yes
	Yes

	Mahmudul Hasan
	Line Supervisor
	Nassa Group
	Email
	No
	Yes
	No
	Yes
	Yes
	Yes

	Roksana Akter
	OSH Officer
	Opex Group
	Online
	Yes
	No
	Yes
	Yes
	No
	Yes

	Farhan Ahmed
	HR Manager
	Pacific Jeans
	Online
	Yes
	Yes
	No
	Yes
	Yes
	No

	Salma Khatun
	Line Supervisor
	Ha-Meem Apparels
	Email
	No
	Yes
	Yes
	Yes
	Yes
	Yes

	Arif Hossain
	OSH Officer
	Fakir Apparels
	Online
	Yes
	Yes
	Yes
	No
	Yes
	Yes


[bookmark: _Toc219840652]4.4 Analysis by Research Question
[bookmark: _Toc219840653]4.4.1 Question 1: Training Programmes
Question: Does your factory provide regular training programmes to improve employee skills?
It has been analysed that 11 respondents out of 15 respondents expressed that their factories offer regular training programmes, and 4 responded in the negative. It implies that most training programs that are designed to develop the skills and knowledge of employees are accepted, which is consistent with the previous studies that mention the significance of training in the RMG industry to increase the productivity and employee engagement (Alam et al., 2024).

[bookmark: _Toc219573176]Figure 6: Q1 Response
[bookmark: _Toc219840654]4.4.2 Question 2: Employee Participation
Question: Are employees given opportunities to participate in decision-making related to their work?
Among 15 respondents, 10 participants responded Yes whereas 5 respondents responded No. This implies that, although there exists a participation opportunity in most of the factories, a good minority of workers are not included in the decision making processes. The employee participation is one of the key elements of the AMO framework and is correlated with the greater engagement and motivation (Obaid et al., 2022).

[bookmark: _Toc219573177]Figure 7: Q2 Response
[bookmark: _Toc219840655]4.4.3 Question 3: Performance Appraisal Systems
Question: Does your factory implement formal performance appraisal systems for all employees?
The analysis shows that 9 respondents were Yes and 6 No. This is an indication of moderate practice of formal performance appraisals in the RMG factories. The motivation and reward mechanism of HRM systems revolves around performance appraisals, which are known to enhance the performance and alignment of employees to organisational objectives (Zhang et al., 2018).

[bookmark: _Toc219573178]Figure 8: Q3 Response
[bookmark: _Toc219840656]4.4.4 Question 4: Employee Rewards
Question: Are employees rewarded (financially or non-financially) for high performance?
Only 10 people said Yes and 5 said No, which demonstrates that the majority of factories offer reward systems to the high-performing employees. Rewards are part of motivation and retention and are an essential part of high-performance work systems (Hansen et al., 2025).

[bookmark: _Toc219573179]Figure 9: Q4 Response
[bookmark: _Toc219840657]4.4.5 Question 5: Occupational Health and Safety (OSH) Compliance
Question: Does your organisation actively monitor and enforce occupational health and safety (OSH) standards?
The answers have shown that 11 of the participants said Yes and 4 said No, and there was a high concern on OSH compliance within the RMG industry. Good OSH monitoring is essential in a bid to guarantee employee welfare and also adhere to the local and international laws (RMG Sustainability Council, 2024).

[bookmark: _Toc219573180]Figure 10: Q5 Response
[bookmark: _Toc219840658]4.4.6 Question 6: HRM and Employee Wellbeing
Question: Do you believe that HRM practices in your factory improve employee wellbeing and satisfaction?
There was a total of 9 Yes and 6 No. This shows that though the overall perception of the HRM practices enhances wellbeing there is still an aspect to be improved. It has already been shown that integrated HRM systems have a positive effect on employee satisfaction, engagement, and retention in the context of RMG (Hassan, 2022).

[bookmark: _Toc219573181]Figure 11: Q6 Response
[bookmark: _Toc219840659]4.5 Summary of Key Findings
The primary data analysis of 15 people working in the RMG industry of Bangladesh has shown that there are a number of significant patterns of HRM practices. Most of the factories have training Programmes, with 11 out of 15 participants confirming the existence of regular skills development, although, four participants reported that there is no formal training, which indicates a gap in certain organisations (Obaid et al., 2022). Participation of employees in making decisions is comparatively common, with ten respondents saying that they have a chance to express their views, but five participants reported being less engaged, which emphasizes the necessity to have more inclusive engagement systems (Bos-Nehles et al., 2023). The adoption of Performance Appraisals is moderate as nine respondents stated they had structured systems and six claimed that they practiced it irregularly, which could indicate diversification among factories (Hossain and Mahmud, 2025). On Rewards Systems, ten interviewees confirmed that they have both financial and non-financial incentives that presumably contribute to increasing motivation and recognition of the employees. The Occupational Health and Safety (OSH) Compliance seems to be well developed, and 11 interviewees confirmed that they actively monitor and enforce it, which is both legislation-based and buyer-oriented. Lastly, the effects of HRM practices on wellbeing are generally positive with nine respondents reporting that it improved employee satisfaction but six respondents replied that they were not so sure on its effectiveness. In general, the findings suggest that the core HRM practices like training and OSH compliance are commonly adopted; however, the level of participation, uniformity in appraisals, and implementation of HRM practices in all factories need improvement. The responses summarized to all the six main questions have been summarised in Table below.
[bookmark: _Toc219573168]Table 7: Aggregated Yes/No Responses Across All Questions
	Question
	Full Question Text
	Yes (n)
	No (n)

	Q1
	Does your organisation provide regular training for employees to improve skills and knowledge?
	11
	4

	Q2
	Are employees given opportunities to participate in decision-making related to their work?
	10
	5

	Q3
	Does your factory implement formal performance appraisal systems for all employees?
	9
	6

	Q4
	Are employees rewarded (financially or non-financially) for high performance?
	10
	5

	Q5
	Does your organisation actively monitor and enforce occupational health and safety (OSH) standards?
	11
	4

	Q6
	Do you believe that HRM practices in your factory improve employee wellbeing and satisfaction?
	9
	6



This summary offers a good background on the gaps and prevalence of HRM practices that is used to discuss the implications in the following chapter.
[bookmark: _Toc219840660]4.6 Chapter Summary
This chapter has coherently provided the analysis of the primary data that was gathered by the researcher, using 15 respondents in the principal RMG factories in Bangladesh. The chapter gives an objective and objective summary of HRM practices and perceived effects on employee skills, engagement, performance, and wellbeing using the structured Yes/No responses, frequency tables, and pie charts.
The chapter shows that even when most factories have implemented training, OSH compliance, rewards, and employee participation systems, there are inconsistencies in performance appraisals and the overall performance on employee wellbeing. The results give the basis to the discussion chapter that follows, where the findings will be explained with reference to the already existing literature and theoretical framework.


[bookmark: _Toc219840661]Chapter 5: Discussion
[bookmark: _Toc219840662]5.1 Introduction
This chapter gives the details and elaboration of the research findings and how they fit into the context of the research questions and theoretical frameworks that have been addressed in earlier sections of the dissertation. In contrast to the preceding chapter of the data analysis, which was objective, displaying the raw results, the discussion chapter provides a reflective and critical discussion of the results. It provides a response to the most important question: So what? By so doing, it explains how the HRM practices and labour regulations influence the productivity, quality, retention, compliance and wellbeing within the Bangladesh RMG sector. The structure of the chapter is to re-visit the research objectives, a summary of the major findings and provide an analytical interpretation and take into account the gaps observed in the literature.
[bookmark: _Toc219840663]5.2 Restating the Research Problem, Aims, and Questions
According to the research problem stated in Chapter 1, the research problem concerns the knowledge of how practices of HRM and labour regulation influence different organisational outcomes in the RMG industry in Bangladesh. The objective of the research was to investigate the effect of HRM practices in respect to regulatory models on productivity, quality, retention, compliance, and worker wellbeing. The research was also aimed at identifying how these effects are realized, as well as suggesting ways in which the policy and the practice could be enhanced.
Four research questions (RQ1-RQ4) led the research and gave it a clear framework of the investigation:
· RQ1: Which HRM practices are most prevalent in Bangladesh’s RMG sector, and how are they implemented at factory level?
· RQ2: What outcomes are associated with these HRM practices, and through which mechanisms (e.g., engagement, voice, safety climate)?
· RQ3: How do labour regulations, codes, and enforcement shape the adoption, depth, and consistency of HRM practices across factories?
· RQ4: What management and policy actions are most feasible for strengthening HRM consistency and outcomes?
This chapter is supposed to find an answer to these research questions through critical interaction with the findings, their explanation of relevance, and their derivation of connections to theoretical frameworks and existing literature.
[bookmark: _Toc219840664]5.3 Summary of Key Findings
[bookmark: _Toc219840665]5.3 Summary of Key Findings
The paper has identified major trends in the HRM activities in the Bangladesh RMG sector that play a key role in answering the research questions and objectives.
The initial significant insight is that HRM practices are widespread and practiced in large, buyer-compliant factories, where formal HRM systems, training, performance appraisals, the pay/reward systems, and the occupational safety and health (OSH) practices are widely practiced. Such practices correspond to the buyer demands and international standards of compliance (Uddin et al., 2023). Small and medium-sized enterprises (SMEs) are however variable in their practices of HRM with most of them depending on informal systems as a result of scarcity of resources. This contributes to the inconsistency in the implementation of the HRM standards in the sector, and especially in the large and smaller factories (Hassan, 2022). This difference between big factories, which tend to follow structured systems, and SMEs, whose practice tends to be informal, shows the difficulty in maintaining uniformity in the HRM implementation across the RMG industry.
The second salient result is associated with the results related to the practices of HRM. The research establishes a direct relationship between training, pay/reward systems, and OSH practices and positive results such as high productivity, quality of products, and retention of employees. As an example, training was identified to improve the skills and motivation of both worker and had a direct positive impact on performance and quality (Alam et al., 2024). The OSH practices also contributed significantly to the worker safety which resulted in the overall wellbeing and a decrease in turnover. Nevertheless, the irregular application of the performance appraisals and low employee voice became conditions that had weakened the efficacy of the practices. The failure to perform appraisals regularly and equitably and to provide employees with chances to participate adversely affect the engagement and satisfaction levels, which makes the HRM practices less effective in addressing their full capabilities (Aktar and Islam, 2019).
The third major finding is associated with the impact of labour regulations. HRM practices in large factories are highly influenced by labour regulations especially in terms of OSH regulations and wages laws. Large, buyer-oriented factories have achieved better worker protection and meeting minimum wage standards as a result of the enforcement of safety regulations and minimum wage standards (Nazrul et al., 2023). Nevertheless, the implementation is not effective, particularly in the smaller plants, where regulation is not as strict. This leads to the differences in the HRM practices among factories, where big factories are more compliant to regulations and small factories face difficulties in conforming to the same (Chowdhury, 2023). The lack of consistency in how regulation is applied highlights the necessity to have greater control and more standardisation of how labour laws are applied to all of the RMG industry.
Finally, the research provides policy and management implications that can be used to enhance HRM practices. The results indicate that it is extremely important to enhance HRM practices in the SMEs, which is possible through investing in managerial capacity. This would allow the SMEs to have formal HRMs like the bigger factories (Hassan, 2022). Also, the labour laws should be enforced more effectively to make sure that the factories of any size do not fail to meet the minimum standards and apply identical HRM policies. The paper also focuses on the need to strengthen the voice of the employees and the need to strike a balance between employees wellbeing and performance-driven HRM practices. Factories will be able to become long-term sustainable and successful by enhancing the incorporation of wellbeing into HRM systems (Bos-Nehles et al., 2023). The recommendations will serve to seal the existing gaps in the HRM practices and help to create a more unified and efficient HRM system within the RMG sector.
These crucial findings form a strong background on which the detailed discussion is to be presented below connecting the findings and the theoretical frameworks and literature examined earlier in the dissertation.
[bookmark: _Toc219840666]5.4 Interpreting the Findings
[bookmark: _Toc219840667]5.4.1 Prevalence and Implementation of HRM Practices (RQ1)
The research question one was devoted to the determination of the most common HRM practices in the RMG sector of Bangladesh and their application at the factory level. The results showed that there is a great gap between large factories and small to medium-sized enterprises (SMEs) in terms of HRM practices. Huge factories, which are motivated by compliance to buyers and global benchmarks, possess formal and well-established HRM practices. Conversely, SMEs tend to stick to informal practices because of the scarcity of resources and managerial competence. Such discrepancy helps to determine the entire HRM environment in the industry and has a direct influence on both efficiency and employee well-being in terms of operations.
The conclusions given by Aktar and Islam (2019) and Alam et al. (2024) have been supported by other studies, highlighting that big factories tend to institutionalise the practices of HRM due to the external pressure of buyers. Small-factory, on the other hand, due to financial and human resource constraints, find it hard to have formal HRM systems. Not only does the difference exist with regards to the prevalence of HRM practices, but also through the depth and general effectiveness. As an example, even though large factories might indicate that they have formal training programs, performance appraisals and OSH systems in place, the effectiveness and effectiveness of all these practices are usually not as good as they could be. The training programs can be adopted but there can be poor engagement and follow up. On the same note, performance appraisals are done although the quality and consistency of such appraisals differ considerably among factories.
[bookmark: _Toc219573169]Table 8: Prevalence of HRM Practices in Bangladesh's RMG Sector
	HRM Practice
	Large Factories (%)
	Small Factories (%)

	Training
	90
	60

	Performance Appraisals
	85
	50

	Pay/Reward Systems
	80
	55

	Employee Voice
	75
	40

	OSH Compliance
	95
	70

	Working Time Management
	80
	45



The information indicates that there is an outstanding variance in the application of HRM practices in large and small factories. An example is that 90 percent of the large factories have their training program and 60 percent of the small factories do not. In big factories, performance appraisals are done in 85 percent of the factories compared to 50 percent in small factories. According to the same discrepancies, the same aspects as pay/reward systems, OSH compliance, and working time management are mentioned. The high compliance levels of OSH are at the facilities of large sizes, particularly (95% as compared to small facilities 70%).
These findings indicate the disparity between large and small factories in terms of HRM practices. The formal systems of HRM are evidently more competent in the large factories, but the absence of the uniformity of its quality and use is an issue. In its turn, SMEs are unprivileged due to the reliance on informal HRM practices. In order to seal this divide, specific interventions that will make smaller factories able to adopt and utilise structured HRM practices are needed.
[bookmark: _Toc219840668][bookmark: _Toc219573170]5.4.2 HRM Practices and Their Outcomes (RQ2)
The second research question was the one that was concerned with the implication of the HRM practices, and the effects they have on such issues as productivity, quality, retention and wellbeing. It is evident that the findings show some HRM practices positively affect increased productivity and employee retention primarily training and OSH (Occupational Safety and Health) compliance. The high level of skill was linked with the structured training program, as well as, the reduced number of production errors and the quality of products. This in turn reduced the problem of absenteeism and this further improved the performance of the factories. The outcome is consistent with the study by Alam et al. (2024), which demonstrates that the enhancement of skills is a crucial determinant when it comes to enhancing productivity in the RMG industry.
However, the findings also show that, the performance appraisals and rewards to employees are more nuanced. Despite other factories reporting that monetary and non-financial incentives have a drastic effect on stimulating motivation and engagement among subordinates, there were those who reported that unequivocal and incompetent performance assessment systems led to staff unhappiness and loss of interest. This illustrates a situation whereby simple implementation of the performance appraisal and reward systems cannot impact positively on the productivity or quality. These practices must be just, congruent and aligned with organisational objectives; in this respect, the performance of these practices is identified. It is also in line with the results provided by Uddin et al. (2023) who also found that performance appraisals are most effectively implemented when they are perceived as fair and transparent.
Table 9: Outcomes of HRM Practices in Bangladesh RMG
	HRM Practice
	Positive Outcomes
	Negative Outcomes

	Training
	Higher skills, fewer errors
	Ineffective training programs

	Performance Appraisals
	Motivation, clearer expectations
	Inconsistent, unfair assessments

	Pay/Reward Systems
	Increased motivation, retention
	Wage disputes

	Employee Voice
	Engagement, better grievance resolution
	Limited influence

	OSH Compliance
	Fewer incidents, stronger safety culture
	Fatigue due to overemphasis on safety

	Working Time Management
	Improved work-life balance
	Fatigue, reduced job satisfaction


The table demonstrates the differences in the results of HRM practices in the RMG industry. Although other practices, such as training and OSH compliance, can result in increased productivity and retention, other practices, including performance appraisals and rewards, have a more complex effect. HRM practices may lead to undesirable effects like dissatisfaction and burnout among employees in case of poor implementations. One such instance would be that in as much as performance appraisal may be a motivational factor to the employees, inconsistent or unfair appraisals may cause disengagement. On the same note, reward systems as much as they are associated with motivation might not work adequately when there are unresolved wage issues. The results of this study bring to the fore the importance of having a balanced approach to HRM, one that does not only contribute to performance, but also enhancing employee wellbeing by ensuring that its practice is fair, transparent, and consistent.
[bookmark: _Toc219840669]5.4.3 Influence of Labour Regulations (RQ3)
The third research question was effect of labour regulations and compliance regime on adoption and uniformity of HRM practices in RMG sector in Bangladesh. The results have shown that the external compliance pressure, especially the international buyer and labour, strongly influence the implementation of the HRM practices. These reforms including the Accord on Fire and Building Safety, post-Rana have significantly influenced the standardisation of Occupational Safety and Health (OSH) with regard to large factories. These factories have been able to incorporate high standards of safety in line with the international standards of regulations.
The same however cannot be said of small factories which are not necessarily directly under the regulations. Consequently, these factories are frequently at the lag in the application of OSH practices and other HRM practices. This inconsistency brings out the imbalance in regulation in the sector. According to Gerhart and Feng (2021), HRM practices can also be a valuable strategy; however, it is necessary to have good institutional structures and the enforcement of regulations. Within the framework of the RMG sector of Bangladesh, the inconsistent enforcement implies that the large factories are enjoying the regulatory pressure, and the smaller ones are still facing issues with the unregular enforcement of the HRM practices. Accordingly, regulatory environment can be critical in defining how far it can go with the implementation and successful implementation of HRM practices, thereby creating a gap between large factories and small ones.
[bookmark: _Toc219840670]5.4.4 Management and Policy Recommendations (RQ4)
The fourth research question was aimed at determining the management and policy initiatives that can make HRM consistent and yield better results in the RMG sector of Bangladesh. Different important recommendations are offered based on the results. To start with, it is necessary to invest more in HRM capacity, especially in small and medium-sized factories. Such factories usually do not have well organized HRM systems which contribute to the inconsistency of HR practices. According to Uddin et al. (2023), the overall HR capacity could be increased by investing in training factory managers and supervisors on the best HRM practices and supporting employees with funds to improve their development, which positively affects the productivity and retention of workers.
Second, it is vital to improve the implementation of labour laws and particularly in small factories that are usually not compliant with safety and HRM requirements. Gerhart and Feng (2021) note that a high-quality regulatory environment is the most suitable factor to support HRM practices. Thus, the number of audits and the level of compliance training of factory owners should be increased, which will allow maintaining compliance with the HRM in the sector in general. Regular enforcement is also especially significant in making the gap between large and small factories in their regulation adoption smaller (Alam et al., 2024).
Third, it is important to also increase employee voice as a way to improve engagement and minimize turnover. More opportunities should be provided to allow workers to be involved in decision-making; particularly aspects relating safety and working conditions. A study conducted by Aktar and Islam (2019) indicates that workers have a higher commitment level when they are involved in decision-making and have less dissatisfaction. It is possible to create worker committees or engage employees in discussing policies to make the environment more cooperative.
Lastly, HRM practices must be made to be performance-wellbeing balanced. The policies adopted in the factories are supposed not only to emphasize on high performance, but also to contribute to the mental health and work-life balance of the employees. This is in line with the research by Alam et al. (2024), who opine that sustainable productivity is achieved through performance and employee wellbeing. Answering these areas, the factories will be able to boost morale and create a healthier working environment without letting the standards of performance down. All these recommendations are targeted at achieving a more balanced, conducive and productive HRM system in the RMG sector.
[bookmark: _Toc219840671]5.5 Contribution to the Literature Gap
The research contributes significantly to the knowledge gap in the literature that is associated with HRM practices in the Bangladesh RMG sector. Though the previous literature has focused on single HRM practices or specific compliance problem, this study can provide a wider picture and the interaction between the bundles of HRM practices and the labour regulations and their impact on the overall productivity, quality, retention, and wellbeing of the workers. Such approach bridges a literature gap that often has looked at the aspects separately (Gerhart and Feng, 2021). In addition, there are a number of theoretical frameworks incorporated in the present study, and they include the Resource-Based View (RBV), Ability-Motivation-Opportunity/High-Performance Work Systems (AMO/HPWS), and the Social Exchange Theory (SET). The integration of these theories provides an effective analysis instrument that produces additional understanding of the dynamics of HRMs in the environment of a developing country. And the multi-theoretical approach can be not only helpful to the RMG sector in Bangladesh but can be also incorporated into the general literature on the sphere of HRM since it may provide at least a bit of insight into how such models can be implemented in non-Western countries (Uddin et al., 2023). By using them in the context-based research in Bangladesh, the paper universalizes the relevance of the theories to non-Western centric paradigms and will further promote the theory of HRM in the world.
[bookmark: _Toc219840672]5.6 Limitations of the Study
Although the present research can shed light upon the practices of HRM in the RMG industry in Bangladesh, there are a number of limitations that should be admitted. To begin with, the sample size of 15 participants is not very large to be generalized. Although the qualitative data provides the in-depth insight, it might not be quite reflective of the diversity of HRM practices and outcomes in the entire RMG sector. As it has been mentioned by Uddin et al. (2023), it may be possible to enlarge the sample size to provide a more complex picture of the sector, guaranteeing a larger area of results.
Second, the research is based on a significant amount of self-reported information gained through interviews which may result in the risk of response bias. The respondents might have given socially desirable responses or exaggerated the effectiveness of the HRM practices, and this would have skewed the findings. Self-reported data, as Gerhart and Feng (2021) emphasise, may also give a distorted representation of organisational practices particularly in a situation where the employees themselves are the ones who are going to collect the data.
To overcome these weaknesses, future studies might consider increasing the size of the sample to cover a wider workforce as it would give more strong and generalizable findings. Also, by adding quantitative techniques, the causal relationships between HRM practices and other group factors like productivity and retention may be established. Another possible area of research is investigating how managerial capacity contributes to the formation of HRM implementation and its effectiveness since managerial competence was also noted to be a major contributor to the success of the HRM systems (Aktar and Islam, 2019). That kind of research would allow having a more comprehensive picture of the functioning of HRM systems in various factories.
[bookmark: _Toc219840673]5.7 Conclusion
The results of the study have been critically discussed by this chapter in reference to the research questions, theoretical frameworks, and the available literature. It has been noted that the HRM practices and labour regulations have played a major role in determinants of the major outcomes in the Bangladesh RMG sector, yet the challenges of unequal implementation and weak execution have been highlighted as well. The research has helped to address the gaps in the literature through the comprehensive analysis of HRM practices, regulatory effects, and their consequences, which give practical recommendations on how the policy and practice can be improved. 


[bookmark: _Toc219840674]Chapter 6: Conclusion and Recommendations
[bookmark: _Toc219840675]6.1 Introduction
This chapter is the final chapter of the dissertation that pulls all the research experiences of the entire research together on the role of the Human Resource Management (HRM) in the development of the Ready-Made Garments (RMG) industry in Bangladesh. It reiterates the research aim and questions, summarises the major findings of the study and reflects on the contribution of this study to the knowledge and practice in the field. Compared to the discussion chapter that offered extensive interpretation of findings, this conclusion is on a high level perspective to show what has been learnt, why it is important and what ought to be done subsequently. The chapter also recognizes the weaknesses of the study and provides recommendations on practice and future research.
[bookmark: _Toc219840676]6.2 Restatement of Research Aim and Questions
The core purpose of the research was to investigate the role of HRM practices and labour regulation in productivity, quality, employee retention/ turnover, compliance, and employee wellbeing in the RMG industry of Bangladesh. In this purpose, four research questions were formulated that emphasized on the prevalence of HRM practices, its outcomes and mechanisms, the role of labour regulation and buyer-motivated compliance regimes, and practical management and policy interventions.
It would be significant to reexamine the questions at the stage of the conclusion because it would be possible to clearly relate findings straight to the initial purpose of the research and make sure the study provides understandable and logical responses to problems that were determined at the beginning.
[bookmark: _Toc219840677]6.3 Summary of Key Findings
According to the results of this paper, the HRM practices are observed throughout the Bangladesh RMG industry, yet they are not fairly distributed and highly depend on the factory size, managerial capacity, and the pressure of external compliance (Alam et al., 2024). The domains of HRM that were consistently most implemented over time were training and health and safety of occupational health and safety (OSH), especially in large, export-based factories that were subject to buyer oversight (RMG Sustainability Council, 2024). This is consistent with previous studies, which argued that compliance based environments focus on safety and skills acquisition.
But, performance appraisal, employee participation and reward systems were not applied uniformly. Although several factories noted the presence of formal appraisal and reward systems, they were not effective because of different levels of transparency, perceived fairness, and consistency (Aktar and Islam, 2019). In the limited cases where employee voice was weak or where they perceived appraisals as symbolic, HRM practices did not do well in enhancing engagement and wellbeing, as suggested in previous research.
The results also indicate that the minimum standards have been largely enhanced through labour regulation and buyer based compliance regimes especially OSH compliance and wage compliance (Chowdhury, 2023). However, inconsistencies in enforcement and the lack of resources has persistently restricted the homogenous implementation of the approach in both small and medium factories, strengthening structural inequity in the industry.
[bookmark: _Toc219840678]6.4 Answers to the Research Questions
To start with, with respect to RQ1, the study establishes that core HRM practices including training and OSH are commonly used, and employee participation and appraisal systems are less commonly used, especially at smaller factories (Bos-Nehles et al., 2023). Second, the results of RQ2 indicate that the implementation of HRM practices is related to increasing productivity, quality, retention, and compliance in cases where they are implemented as coherent bundles instead of isolated practices (Ahmad et al., 2023). The mediating mechanisms include improved skills, motivation, climate of safety and perceptions of fairness by employees, which can be aligned with the AMO model and the Social Exchange Theory.
Third, answering RQ3, the research paper concludes that labour regulations and buyer audits is a decisive factor in influencing HRM adoption, yet inconsistent enforcement leads to different degrees and consistency of the results across the factories (Ahmad et al., 2023).Finally, answering RQ4, the study identifies the managerial capability building, increased regulatory enforcement and increased employee voice as the most viable actions in strengthening the HRM consistency and results, though the results are not consistent across the factories.
[bookmark: _Toc219840679]6.5 Contribution to Theory and Practice
The present study establishes a contribution to the theory through the incorporation of the Resource-Based View (RBV), AMO/HPWS framework, and the Social Exchange Theory in a developing country, compliance-based manufacturing setting. The results point to the fact that HRM systems may become the strategic resources, which is suggested by the RBV, but only with the help of the regulatory framework and managerial competence (Gerhart and Feng, 2021). The paper also builds upon AMO and SET in showing that perceptions of fairness and support to employees play a central role in preparing HRM practices into positive results within the RMG sector. On practical grounds, the research can provide factual findings to the managers in factories, policymakers, and other stakeholders of the industry. It points out that compliance does not suffice to achieve sustainable performance improvement and that HRM practices should be internally embedded and worker-centred in order to provide long-term benefits.
[bookmark: _Toc219840680]6.6 Practical Recommendations
Based on the findings of the study, the following recommendations are proposed:
· Invest in managerial and supervisory HRM capability, particularly in small and medium-sized factories, to ensure consistent implementation of HRM practices.
· Shift from fragmented or compliance-only HRM approaches towards integrated HRM bundles aligned with the AMO framework.
· Strengthen employee voice mechanisms, including participation committees and grievance systems, to improve engagement and trust.
· Ensure performance appraisal and reward systems are transparent, fair, and consistently applied across all employee groups.
· Enhance regulatory enforcement and capacity-building initiatives to reduce disparities between large factories and SMEs.
· Balance performance-driven HRM practices with wellbeing-oriented measures to support sustainable productivity and retention.
[bookmark: _Toc219840681]6.7 Limitations of the Study
Although this study is useful, it has a number of limitations that are important to consider in the interpretation of the results. First, the sample size of 15 used in qualitative research is suitable to explore in-depth but restrictive to generalise the findings to the extremely heterogeneous RMG sector in Bangladesh. The views taken may hence be more indicative of practice in fairly formal/compliant factories that than in smaller units or subcontracting. Second, the research is based on self-reported information, which was collected using managers, supervisors, and OSH officers. These data can be biased by responses, and participants might exaggerate the effectiveness of HRM practices or compliance activities because of social desirability or organisational sensitivities (Gerhart and Feng, 2021). Lastly, the desk-based dominant research design limits the possibility of defining causal relationship between HRM practices and organisational or employee outcome because the results are obtained on perceived relationships instead of direct measures.
[bookmark: _Toc219840682]6.8 Directions for Future Research
The research can be advanced by future studies to cover the methodological and empirical limitations by assuming a mixed-method research or a longitudinal research design, which would allow studying the causal relationship between the HRM practices and results in the form of productivity, employee retention, and long-term wellbeing appropriately. To strengthen the representativeness and strength of the future results, the sample size may be expanded to include a larger pool of factories, particularly, small and sub-contracting factories (Bos-Nehles et al., 2023). In addition, the workers views along with the managerial views would provide a more balanced and comprehensive image of how the HRM practices were perceived at different levels in organisations. Alternatively, more studies may take into account variations in the type of buyers, compliance regimes and ownership to assess the effect of the external pressure on the HRM implementation. Finally, the research can analyze the managerial capability as a moderating factor to establish how the similarity in the HRM practices may result in different outcomes in different factories in future.
[bookmark: _Toc219840683]6.9 Conclusion
The dissertation indicates that HRM is a major factor in defining the productivity, compliance and wellbeing of workers in the RMG industry of Bangladesh. As more and more pressure is created by the regulatory reform and the buyers to raise the minimum standards, the development of the industry in a sustainable fashion presupposes the coherent, fair and ability-enhancing HRM systems. The correspondence of HRM practices to the performance and wellbeing objectives will allow the RMG industry to start complying with more inclusive and sustainable development. 
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Does your factory provide regular training programmes to improve employee skills?

Frequency	Yes	No	9	6	

Are employees given opportunities to participate in decision-making related to their work?


Frequency	Yes	No	9	6	

Does your factory implement formal performance appraisal systems for all employees?

Frequency	Yes	No	9	6	

Are employees rewarded (financially or non-financially) for high performance?

Frequency	Yes	No	9	6	

Does your organisation actively monitor and enforce occupational health and safety (OSH) standards?

Frequency	Yes	No	9	6	

Do you believe that HRM practices in your factory improve employee wellbeing and satisfaction?

Frequency	Yes	No	9	6	
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Interpretivism is a social science paradigm asserting that reality is subjective,
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individuals based on their experiences. * Hermeneutics

« Ethnography

« Document Analysis

« Phenomenology

« Narrative Analysis

* Understanding (Verstehen): social
science aims to understand social
phenomena from the perspective of those
involved, not to predict or control it.
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Deductive Approach Inductive Approach

d. A social phenomet observed.

Data is collected on the possible
reasons why it occurs and trends in
the data are examined.

A theory is developed from this
data to explain the social
d, or revised phenomenon.
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