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[bookmark: _Toc213610104]1. Introduction
This thesis proposal discusses Human Resource Management and Its Role in Developing the Garment Industry of Bangladesh. Human Resource Management (HRM) refers to the arrangement, recruitment, training, compensating, consulting, and controlling individuals towards the realisation of organisational objectives (Torrington et al., 2020). In the RMG economy of Bangladesh, productive, quality, and compliance are raised, and turnover is decreased, and export-driven growth is facilitated by efficient HRM (Hassan, 2022). The RMG sector of Bangladesh is a source of export and jobs because it operates people-intensive. HRM is still unbalanced among companies, posing disparities in expertise, retention, health, and compliance to restrict productivity and quality.
Research Aim, Objectives, and Research Questions
This section sets out the study’s overarching aim, concrete objectives, and focussed research questions that steer the inquiry.
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.
 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 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?

Findings will give factory leaders and regulators a clear evidence map of “what is used, what works, and why,” linking HRM bundles to measurable outcomes and explaining the mechanisms. This will give precedence to high yield practices, de-risk compliance and focus on capability gaps, inform practical toolkits, training priorities and buyer-supplier alignment. This leads to an increase in productivity, quality of the products, retention, and safety and more consistent compliance in heterogeneous factories. 
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Overview of HRM
According to Gerhart and Feng (2021), the Resource-Based View reaffirms human capital as a strategic asset. Building on this foundation, Bos-Nehles et al. (2023) explain AMO and why coherent HPWS bundles are critical for translating ability, motivation, and opportunity into performance. Ahmad et al. (2023) apply Social Exchange Theory to show that fairness and support increase discretionary effort, thereby strengthening HRM–outcome links. Wang and Jiang (2024) further report that high-performance work systems enhance productivity-related behaviours, reinforcing the AMO/HPWS rationale. In developing economies, Md. Asaduzzaman Khan and Brymer, (2023) demonstrate that AMO and RBV can explain performance and compliance in Bangladesh when adapted to local constraints. Likewise, Tashmir Reza Tamanna et al., (2023) provide evidence that training, appraisal, and fair compensation improve performance and retention, validating AMO’s skill–motivation–opportunity mechanism.
Global HRM–performance evidence
Zhang et al. (2018) demonstrate that performance is elevated by high-performance work systems at the team and individual levels across sectors. Boon et al. (2019) observe that the effects can be best thought of when HRM is coherent and measured as bundles. Meijerink et al. (2020) determine mediating pathways—engagement and wellbeing—between employee-perceived HRM and outcomes as well as reduced turnover. Nonetheless, effects depend on circumstances, the quality of measures and execution. Bhoir and Sinha (2024) note that practices based on wellbeing are complementary to, but poorly balanced demands can depreciate gains. Generally, internally aligned and context-fit results are the strongest. To address this global–local gap, recent evidence shows that HPWS adoption in Asian manufacturing sectors has varied outcomes depending on institutional and compliance pressures (Chowdhury, 2024). The author highlights that sustainability-oriented HRM practices—particularly Green HRM—are beginning to reshape managerial approaches in the RMG industry, linking performance with environmental and social compliance expectations.
Bangladesh RMG macro-context
In Bangladesh, the RMG sector is critical to HRM as the sector operations are labour-intensive and buyer governance defines priorities of practice. Macro-salience is evident through the report by the Economics Observatory (2025) that indicated that in 2022–23, 84% of the exports were apparel. After 2013, the activities of the International Accord became the RMG Sustainability Council in 2020, maintaining mass inspections and remediation on the basis of Bridie (2022). According to AP News (2023), wage-setting frictions still exist: the minimum wage increased in November 2023 to approximately USD 113 following weeks of protests, which indicates disproportionate enforcement in factories. Uddin et al., (2021)) supports this macro-view, noting that HRM development in Bangladesh’s RMG sector began slowly and remains uneven. Many small and medium factories still lack structured HRM systems, resulting in inconsistent training, appraisal, and retention strategies. This uneven adoption constrains the sector’s overall capacity to sustain long-term productivity growth.
HRM practice domains and reported outcomes 
The garment industry in Bangladesh has training, appraisal, pay equity, voice and OSH, which are visible in terms of outcomes. Alam et al. (2024) indicate that HRM practices, in particular, supervision and feedback increase engagement, which is a prerequisite of a greater quality and reduced turnover. Better Work Bangladesh (2025) reports participation committees and worker voice grievance systems that link worker voice with problem-solving and retention. As shown in the report of the RMG Sustainability Council in December 2024, there are massive safety inspections and remediation, minimizing incidents and stabilising staffing. Albrecht et al. (2025) find that engagement is lifted by strategic HRM, and training and fair rewards increase productivity, but tougher modules do not work. The findings of Tashmir Reza Tamanna et al., (2023) are empirical proof that under the AMO logic, structured HRM enhances performance and lowers turnover intentions. Md. Asaduzzaman Khan and Brymer, (2023) further state that better HRM reinforces compliance by buyer standards and competitiveness in export.
Legal and policy architecture shaping HRM
Akshata (2023) sets out the Bangladesh Safety Agreement pillars—independent inspections, remediation, safety training, and an enforceable worker-complaints mechanism—operationalised via the RMG Sustainability Council (RSC). According to the RMG Sustainability Council (2024), there are 20,000+ reports of inspections since mid-2020, which proves the permanent remediation and grievance handling. In addition to these quasi-statutory levers, Sameer (2024) reports, in the ILO Governing Body record (2024), the steps, to be made to enhance the National OSH Council and factory safety committees. The adoption process is still disproportionate between factories, which implies that legal baselines are ahead of enforcement and internal capabilities. Chowdhury, (2024) further confirms that these reforms along with international audit of buyers are institutionalising HRM processes and entrenching compliance in daily life practices, which together with evolving internal HRM is co-evolving in Bangladesh.
Identified gaps and review contribution
Evidence on Bangladesh’s RMG sector remains fragmented across journals, legal texts, audit reports and news, with limited synthesis linking doctrinal analysis to HRM–outcomes. Findings on employee voice and engagement are inconclusive, while appraisal quality and roster predictability are under-studied (Hassan, 2022). Measurement heterogeneity, reliance on grey sources, and inter-factory variation obscure effects and mechanisms. This dissertation undertakes a rigorous desk-based synthesis that weights source quality, triangulates legal, policy, audit and scholarly materials, and narratively maps HRM practice domains to outcome domains, identifying plausible mediators and moderators. Strengthening the base with recent peer-reviewed Bangladeshi and international studies will enhance reliability, theoretical clarity, and policy relevance.
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This Study adopts a qualitative design using both secondary and primary evidence. Secondary work comprises a systematic scoping review, documentary content analysis, and doctrinal legal analysis on HRM in Bangladesh’s RMG sector. Identification, screening, eligibility, and inclusion will be logged in a PRISMA-style record. Scholarly, grey, and news sources will be appraised with CASP, JBI, MMAT, and AACODS (Kruger and Mitchell, 2022). Primary data will be collected remotely from the UK via online semi-structured interviews and brief open-ended e-questionnaires with HR managers, line supervisors, and OSH/IR officers, selected through purposive sampling (10–15 participants). All materials will be coded to AMO/HPWS domains and outcome themes; analysis will be thematic. Triangulation, sensitivity checks, informed consent, anonymity, secure storage, and clear withdrawal rights will ensure rigour and ethics.
Ethical Considerations
This study follows university ethics for both secondary and primary evidence. Copyright, licence terms, accurate attribution, and access dates will be respected; plagiarism and misrepresentation are prohibited. Potentially sensitive labour and safety information will be handled responsibly, avoiding unjustified identification beyond the public record, and balancing stakeholder perspectives (Glattke, 2020). Transparency will be supported through search and decision logs, quality-appraisal notes, and reflexive practice. Bias will be minimised via triangulation. Data will be securely stored, and limitations explicitly declared to aid credibility and transferability.
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Integrated HRM bundles are expected to raise productivity and product quality while lowering turnover intentions. Employee engagement and wellbeing are the likely mechanisms linking practices to outcomes. Effects will depend on legal requirements and buyer-driven compliance regimes, which shape the depth and durability of adoption at factory level. Given heterogeneous sources and measures, clearer theme-level patterns are anticipated rather than precise pooled effect sizes; direction of impact should be more reliable than magnitude. Results will vary by factory scale, compliance status, and managerial capability. Overall, coherent, internally aligned HRM systems should outperform fragmented practices, especially where training, fair appraisal and reward, worker voice, OSH, and predictable working time reinforce each other.
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The study has limits across literature, methods, and findings. A heterogeneous secondary base and restricted access to industry reports may reduce comparability and depth; some recent RMG studies are inaccessible. Remote primary collection from the UK limits observation, interaction, and sample size, with possible technical access barriers. Resulting relationships between HRM and outcomes are correlational, not causal, and variation in compliance, factory scale, and management may constrain generalisability.
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The schedule below outlines the eight-week plan; filled squares  indicate active weeks.
Gantt Chart: Timeframe
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	Final editing, proof, and submission
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The proposed study seeks to determine the influence of HRM practices and labour regulation on productivity, quality, retention, compliance, and wellbeing in the RMG sector in Bangladesh with a qualitative-dominant, desk-based study design. It highlights definite managerial and policy implication towards enhancing practice consistency and outcomes. The contribution has been a synthesis of HRM practices, outcomes and regulatory levers that are supported by transparency in appraisal and documented records that are auditable.
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