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Abstract

The study aims at examining the impact of investment in human resource development
(HRD) on the financial performance of the banking sector of Bangladesh. Using the
economic data as well as survey data collected from purposively selected 120 bank
executives of 20 private commercial banks of Bangladesh. The study through regression
models finds that there is a significant positive correlations between HRD investment (in
salaries and allowances, provident fund and gratuity, bonus and incentives, staff welfare
and training, workshop, and seminar) and financial performance of the sample banks.
Though, training is one of the important HRD indicators, the lowest investment was made
in this sector by the sample banks. The findings of the study may be useful for bankers,
policymakers, HR professionals, and the stakeholders of all types of organizations
regardless of the geographical boundary. Finally, further investigations on manufacturing
and other setrvice sectors through case study, focus groups, and longitudinal study are also
suggested.
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1. Introduction
Human resource development is the key to human
resource management (HRM). There is no value of raw
human capital unless and until they are capable enough
to manage the organization in line with its mission, .
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resources. Therefore, HRD is a continuous process mainly designed to
enhance employee's satisfaction, performance and thereby improving
organizational effectiveness (Becker & Gerhart, 1996). It is a planned
intervention and initiative to ease employee's learning on job-related
competencies including attitude, behavior, and knowledge to improve the
performance of the employees (Baniya, 2004).

On the other hand, HRD investment is the total monetary value of
allocated and distributed for enhancing their knowledge, skills, and
abilities (KSA) necessary for running the organization efficiently and
effectively. Gidado, Kusairi, & Muhamad (2014) observed that investment
in the HRD is a must for improving the efficiency of human capital and
thereby enhancing the productivity and performance of an organization.
Human capital theory (Sweetland, 1996) in this regard argues that
investment in people leads to economic benefits to the organization.

Nowadays, the impact of HRD investments on financial
performances of the organizations has been catching the leading research
issue in the field of human resource management (Huselid, 1995; Liao,
2005; Singh, 2004) because of workforce diversity (Becker & Gerhart,
1996), rapid change of the demand of the customer and advancement of
information technology (Gidado, Kusairi, & Muhamad, 2014)) in an
attempt to achieve sustainable competitive advantage (Becker & Gerhart,
1996; Lado & Wilson, 1994; Wright & McMahan, 1992). Since human
resources are the potential sources of sustainable competitive advantage,
managing them well, in turn, drive competitiveness (Cappelli & Anne,
1996; Ivancevich, 2003). This, in principle, facilitates the organizations to
desirable financial performance (Guest, 1997, 2011; Huselid, 1993).

In the early days, researchers were involved in exploting the effect of
investment in HRD on employee vice-a-versa organizational performance
(Arthur, 1994). Currently, it has been identified that the practices of HRD
speculation has a considerable impact on the financial performance of the
organizations (Arthur, 1994; Harel & Tzafrir, 2004; Qureshi, Akbar, Khan,
Sheikh, & Hijazi, 2010; Randall & Ferry, 1992) specially in service
organizations such as banking industries which extensively depends on high
level of professionalism (Gidado, Kusaiti, & Muhamad, 2014). Following the
recent financial crisis, organizations including the banking sector all over the
wotld are facing hardship in mobilizing their resources. Thus, contemporary
challenges like cross-country diversificaion (Becker & Gerhart, 1990),
adverse fluctuation rate in currency, deregulation (Huselid, 1995) and
constant nuclear threats from the western makes the organizations more
dynamic and competitive (Lepak & Snell, 1999, 2002). It is now recognized
that all resources minus human resources equal to zero. Therefore, long-term
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growth in an economy with efficiency and effectiveness depends on
productive investment in HRD (Olayemi, 2012: 298).

Likewise, for the last few decades, Bangladesh is emphasizing on
banking growth. For the sustainable economic progress of the country,
different banks are performing a paramount role. However, a good
number of banks are now suffering from a variety of structural and
institutional weaknesses, which has constrained their capacity to take full
advantage of the rapidly advancing process of global activities and HRM
practices. This circumstance has led to increased interest in the impact of
investment in HRD on the financial performance of the banking
industries in Bangladesh.

2. Objectives and hypotheses

The study aims at investigating the impact of investments in human
resource development on the financial performance of private commercial
banks (PCBs) operating in Bangladesh. The study highlights the following
specific objectives:

a. To explore the indicators of HRD on organizational financial
performance

b. To examine the impact of financial performances based on return
on investment (ROI) and deposit per employee (DPE).

c. To measure the effect of investment in HRD on bank productivity
and profitability.

Hypotheses of the study
Following two hypotheses have been developed from the above
objectives:

Hypothesis 1: Investment in HRD has a significant association with
productivity and profitability.

Hypothesis 2: Investment in HRD has a significant impact on
productivity and profitability.

3. Review of literature

3.1. Human resonrce development and its importance

Human resource development (HRD) in an organization is a planned
effort to facilitate employee's learning of job-related behavior, skills,
knowledge, and attitude to improve the performance of the employee
(Baniya, 2004). According to Swanson (1995), “HRD is a process of
developing and unleashing human expertise through organization
development and personnel training to improve organizational
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performance”. It is the process of gaining organizational objective by
reducing employee turnover (Gidado, Kusairi, & Muhamad, 2014).
Therefore, it is an ongoing process mainly designed to enhance
employee's performance and satisfaction thereby improving organizational
effectiveness (Stavrou-Costea, 2005). On the other hand, investment in
HRD is the total value of human resources in the business for sustainable
growth, (Bohlander & Snell, 2004).

In a study conducted by Qureshi, Akbar, Khan, Sheikh, & Hijazi
(2010) confirmed that organizational performance is largely derived from
its human resources. HRM practices help organizations to improve their
business performance (Delaney & Huselid, 1996; Lee & Lee, 2007; Zaini,
Nilufar, & Syed, 2009). Various studies (Becker & Huselid, 1992;
Benjamin, 2011; Guest, 1997, 2011; Huselid, 1995; Lepak & Snell, 1999;
Swanson, 1995; Wan, Ong, & Kok, 2002) demonstrated a positive
association between HRD investment and organizational performance.
Similarly, in the context of Bangladesh, it is found a significant association
between reduction of employee turnover and organizational commitment
with the effective practices of HR activities (Billah & Islam, 2009; Billah,
Prince, & Islam, 2009).

3.2. Indicators of investment in HRD

Financial performance of the organizations depends on investment in
HRD. Earlier works of literature recognized a good number of indicators
of investment in HRD. For example, salaries enhancement (Becker &
Huselid, 1992; Bradley, Petrescu, & Simmons, 2004; Huselid, 1995),
bonuses and incentives (Al-Ghazawi, 2012; Bartell, 2004; Huselid, 1995;
Jones & Wright; 1992; Lee & Lee, 2007), daily income and expenditures
(Khan & Ali, 2014), capacity against natural calamities (Khan & Ali, 2015)
and rewards (Bradley, Petrescu, & Simmons, 2004) were identified as the
major dimensions in HRD investment.

Similarly, employee security (Lee & Lee, 2007), performance appraisal
(Borman, 1991; Jones & Wright, 1992), linking of performance appraisal
with compensation (Gerhart & Milkovich, 1992; Huselid, 1995; Lee & Lee,
2007), HR planning (Lee & Lee, 2007), formal recruitment & selection (Al-
Ghazawi, 2012; Huselid, 1995; Jones & Wright, 1992; Rawashdeh & Al-
Adwan, 2012; Terpstra & Rozell, 1993) and training & development (Al-
Ghazawi, 2012; Armenta, 2007; Aswathappa, 2008; Ebiringa & Okorafor,
2010; Hoque, 1994; Huselid, 1995; Jones & Wright, 1992; Rusell, Terborg,
& Powers, 1985; Thang & Buyens, 2008; Tzafrir, 2000) considered as the
most important indicators of the investment in HRD.
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3.3. Indicators of financial performance about HRD

Concerned authors in their study used different measures to find out the
performance of the organization. Productivity and profitability (Bhuiyan,
Islam, & Rahman, 2013; Huselid, 1995) are commonly used to know the
financial performances on the bank. A variety of measures like Return on
Asset (ROA), (Bhuiyan et al., 2013; Gidado, Kusairi, & Muhamad, 2014;
Hsu, Lin, Lawler, & Wu, 2007; Selvarajan, Ramamoorthy, Flood, Guthrie,
MacCurtain, & Liu, 2007), Return on Investment (ROI), (Bhuiyan et al,,
2013; Grossman, 2000), earnings per share (EPS) (Bhuiyan et al., 2013;
Gidado et al., 2014), net income after tax (NIAT) (Bhuiyan et al., 2013;
Grossman, 2000), return on equity (ROE) (Bhuiyan et al., 2013; Gidado et
al., 2014), deposit per employee (DPE) (Bhuiyan et al., 2013) etc. are used
to identify the performances of the organizations.

Thus, the above review of the literature shows that there have been
several studies around the wortld focusing on HR practices and organizational
performance. However, very few numbers of the studies have been
conducted on the impact of HRD practices on organizational financial
performance especially in the context of banking industries in Bangladesh.
This study has been undertaken to fill this obvious research gap.

4. Methodology and Research Design
The methodology in this study has been discussed under the main points
given below:

4.1. Sample selection

In the study, 20 private commercial banks (PCBs) out of 57 scheduled
banks operating in Bangladesh were selected purposely due to the easy
access to the requisite data. The list of the scheduled banks is as follows:

Table 1: List of the scheduled banks in Bangladesh

SL.  Nature of Banks Total No. of Banks
1. State Owned Commercial Banks (SOCBs) 06
2. Conventional Private Commercial Banks (PCBs) 32
3. Islamic Shariah based PCBs 08
4. Specialized Banks 02
5. Foreign Commercial Banks (FCBs) 09

Total: 57

Source: Bangladesh Bank website: www.bb.org.bd

The selected banks are the local banks, and the names of the banks
are enclosed in Appendix 1. An opinion survey consisting of a total
number of 120 respondents was conducted for collecting primary data, of
which, two executives in the rank and status of manager (in-charge) of
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Human Resource Development and Accountant (in-charge) of
profitability of the banks were taken into consideration. Again, four HR
executives from each of the sample banks were selected. These
respondents were also purposively chosen to keep in mind the main
objective of the study.

4.2. Data collection

Secondary data

The study is mainly based on secondary data which have been collected
through total assets, total deposits, total investments, total number of
employees, return on investment (ROI) and deposit per employee (DPE)
and so on of the sample banks. These data were collected by the
researchers from the annual accounts statements, annual reports, and
websites of the banks. Again, the main measures of profitability of the
banks have been ROI, ROCE, ROTA, and EPS, etc. But in this study,
only ROI and DPE have been used to examine the impact of investment
in HRD on financial performances of the selected banks.

Primary Data

Although the study is mainly based on secondary data, some primary data
for the identification of the indicators of investments in HRD of the
banks were also used. A semi-structured questionnaire was used by the
researchers for collecting primary data from the respondents by direct
interview method. Following groups of indicators of HRD have been
identified during interviews which were validated from the existing pieces
of literature on the subject:

Salaries and allowances

Bonus and incentives

Provident fund and gratuity etc.

Training, recruitment, workshop, and seminars, etc. and
Staff welfare

oo T

4.3. Study period
A period of five financial years ranging from 2007 to 2011 was taken into
consideration for the empirical analysis of the study. The secondary data
of these fiscal years were collected easily because of availability in the
bank websites.
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4.4. Methods of data analysis

The primary data used in the study were few limiting to the opinions of
the respondents as to the indicators of investment in HRD. Therefore,
these data were processed and analyzed manually. Using the SPSS
program, the secondary data were processed and analyzed. The Pearson
correlation technique and multiple correlations and regression model have
been used for the study to show the relationship between the dependent
variables and independent variables, the association of strength between
these variables and to show the extent of the influence of the independent
variables on the dependent variables. To test the hypothesis of the study,
t-test, F-test and ANOVA have been applied in the study. For the study
purpose, Return on Investment (ROI) and Deposit per Employee (DPE)
have been taken as the dependent variables, while the independent
variables are salaries and allowances, bonus and others, provident fund
and gratuity, training, recruitment, workshop and seminars, and staff
welfare.

5. Analysis of findings

5.1. Analysis of investment in HRD indicators
After studying the annual reports of the sample banks during the study
period, the following Table 2 has been prepared.

Table 2 presents the average position of investment in HRD
regarding significant the heads and the total amount in investment in the
selected banks from 2007 to 2011. The said table reveals that concerning
the total investment in HRD, IBBL occupies the 1st rank followed by
UCBL, BBL, PuBL, CBL, PBL, ABBL, DBBL EBL IFIC, BAL, NCCBL,
DBL, SBL, SJIBL, SIBL, TBL, MTBL, FSIBL, and ICB. The table also
portrays that of all the five heads of investment, salaries & allowances
occupy 1st rank with 67.74% of the total investment, provident fund and
gratuity with 14.33% of the total investment, bonus and incentives with
13.5% of the total investment, staff welfare with 3.66% of the total
investment and lastly, training, workshop etc. with 0.77% of total
investment only. These positions are determined regarding the average
investment. From the figures shown in Table I, it can be said that
investment in salaries and allowance ranges between 37.47% and 78.90%;
investment in bonus and others range between 6.50% and 21.53%;
investment in provident fund and gratuity ranges between 3.41% and
48.62%; investment in training, recruitment, workshop, etc. ranges
between 0.05% and 3.69% and investment in staff welfare ranges between
0.78% and 9.05% among the sample banks. This analysis indicates that
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lowest investment has been made in training, recruitment, workshop, etc.
which implies that the selected banks do not attach due importance to the
training and development.

Table 2: Average position of investment in HRD during 2007-2011

Salaries and Bonus and Provident V}zf]:;“(i; Total
SL. Bank allowances incentives fund a.nd seminar, " Suffwelfare investment Rank
gratuity recruitment
1 ABBL gfﬁ;‘/i’) Jf‘;g;o (‘6‘_692(;?/2 <(i3&2¢)2> 071 (3.64%)  6646.23 (100%) 7
2 BAL éfé’j/f) (2718_;;:‘0‘/‘") (?522'3/3) (1525:’3) 155 (3.96%) 3661.88 (100%) 11
3 BBL g‘;‘_‘gf‘)% ég‘g‘;gﬁ) (2_257(;3/‘(; ((Z ;4302) 0.74 (0.78%)  9668.16 (100%) 3
o o W R UE sy e s
5 DBL é‘gégg?/g) (12.54?51A,) (fgz;ff/‘”) (02299;) 0.59 @05%) 3577.45 (100%) 15
6 DBBL éffsgf) (18;2;2) 4248 (8.52%) 38.8 (0.78%) 0.78 (453%) 4987.25 (100%) 8
7 EBL églfﬁf‘]) (1633_1‘79:/‘") é?fz'f/f) (162625) 136 (3.69%)  4798.86 (100%) 9
8  FSIBL (6811'3';;0 (1262;39;) (;17673/%) 49 (369%)  3.69 (0.05%) 1326.87 (100%) 19
S LB R (I
10 ICB (7887‘9‘5’30) (77. ?2(/’0) 94.38 (8.51%) ((},%Z) 094 451%) 1108.56 (100%) 20
11 IFIC é‘;_sgé% (291%2&%50) (155;3'34020) 226 (0.05%) 0.05 (4.16%) 440278 (100%) 10
12 MTBL (23?417‘2/3) (1337 (1)‘2502) 210 (8.99%) (1%3?)}0) 1.06 (4.56%) 2334.65 (100%) 18
15 P 5263672) (]6;;;2‘) é?;/f) 781 (0.22%) 0.22 (455%) 360235 (100%) 12
14 PBL (Z.gfif/f) (12?953;2) éfﬁi <()6.§69¢>1> 0.86 (4.83%) 7449.20 (100%) 6
15 PuBL (2?]67% é?&% (%,11865/3) 237 (0.25%) 0.25(199%) 960425 (100%) 4
16 SBL (?)%6715?/3 (](’53‘54;‘) éi‘g’f/z) 9.65(0.20%) 0.29 (538%) 3337.60 (100%) 14
17 SJIBL (éi?f(jﬁ/z) (26‘11‘53’;5‘)) ;%i}; 7.07 (0.24%) 024 (5.16%) 2888.92 (100%) 15
18 SIBL 536(;5‘5/1) (33(’3;35) 89.16 (3.41%) 5.48 (021%) 021 (3.40%) 261277 (100%) 16
19 TBL (239&%1/3) (255‘5“91:/‘0) (125'(5% (()1'2141;0) 0.64 (5.14%) 254585 (100%) 17
20 UCBL S?l:%?/i’) (ﬁiﬁ/ﬁ) 527(?23/2) 40.2 (0.36%) 0.36 (2.40%) 1(11%;)2/'34 2
Rank 1 3 2 5 4
Max: 7890% Max: 21.53% Max: 48.62% Max: 3.69%  Max: 9.05%
Range

Min: 37.47%  Min: 6.50%  Min: 3.41%  Min: 0.05%  Min: 0.78%

Note: Figures in the parentheses indicate percentage position
Source: Based on data presented in Annual Reports of the selected banks
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5.2. Position of financial performances based on ROI & DPE

The financial performance of any organization whether manufacturing,
banking or any other service industries are measured in various ways
namely productivity criteria, profitability criteria, and value-added criteria.
In this study, only productivity and profitability measures have been used.

Position of financial performances based on ROI

There are various measures of profitability namely gross return on
investment, return on equity, earning per share, return on profit margin,
return on capital employed, net profit margin and so on. Of all these
measures, ROI is the most common and necessary measure. The
following Table 3 shows the position of ROI during 2007-2011.

Table 3: Position of financial performances based on ROI

SL. Bank 2007 2008 2009 2010 2011 Average Rank
1 ABBL 23 23.89 21.06 32.72 14.62 23.06 1
2 BAL 11.09 13.88 18.61 15.79 13.98 14.67 4
3 BBL 11.64 12.61 12.3 9 12.41 11.59 1
4 CBL 12 14 13 19 9 13.40 5
5 DBL 8.68 9.18 11.58 14.53 22.76 13.35 6
6 DBBL 9.69 9.48 14.64 1217 14.11 12.02 10
7 EBL 11.42 12.89 13.79 14.34 11.93 12.87 9
8 FSIBL 7 15 3 9 2 7.20 19
9 IBBL 10 11 10 10 11 10.40 13
10 ICB 0 15 8 3 2 5.60 20
1 IFIC 14 14 14 17 17 15.20 3
12 MTBL 4.1 8.11 8.99 11.13 7.7 8.01 17
13 NCCBL 8.3 9.77 11.08 14.59 11.26 11.00 12
14 PBL 12.6 9.74 15.67 13.02 15.09 13.22 7
15 PuBL 7 5 9 13 7 8.20 16
16 SBL 20 13 2 2 2 7.80 18
17 SJIBL 11 17 12 39 3 16.40 2
18 SIBL 18 13 4 11 3 9.80 15
19 TBL 10 13 14 22 7 13.20 8
20 UCBL 8 9 10 13 10 10.00 14

Source: Annual reports of the sample banks

Table 3, it is revealed that the average ROI during the study period,
the majority of the banks has been satisfactory, since their ROI has
exceeded the standard norm of 12 percent as recognized by some authors,
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for example, Weston and Brigham (1969). These banks are ABBL, BAL,
CBL, DBL, DBBL, EBL, IFIC, PBL, SJIBL, and TBL. The average ROI
of the remaining banks has not been satisfactory since their ROI has been
below the standard norm of 12 percent. Considering the average ROI of
the banks, it can be said that ABBL occupies the 1st rank with an average
ROI of 23.06% followed by SJIBL with an average ROI of 16.40%, IFIC
with average ROI of 15.20%, BAL with average ROI of 14.67%, CBL
with average ROI of 13.40%, DBL with average ROI of 13.35%, PBL
with average ROI of 13.22%, TBL with average ROI of 13.20%, EBL
with average ROI of 12.87%, DBBL with average ROI of 12.02% and so
on. Therefore, it can be concluded that the ROI of these ten banks have
been satisfactory during the period 2007 to 2011.

Position of financial performances based on DPE

There are various productivity measures such as total deposits per
employee (DPE), total loans and advances per employee, loans, and
advances and investment to deposit, total business (total income) per
employee, total investment per employee, total equity capital per
employee, earning assets per employee, total expenditure per employee.
Of all these measures, only DPE is related to the study because
investment in HRD tends to increase the deposit of the banks. Therefore,
the following Table 4 shows the position of DPE of the selected banks
during 2007-2011.

It can be revealed from Table 4 that the average DPE of the selected
banks during 2007-2011 has ranged from 11.54 to 62.99 times.
Considering the average DPE, it can also be said that the majority of the
banks have satisfactory DPE with more than 30 times of average DPE.
The table also reveals that in terms of average DPE during the period,
DBL occupies the 1st rank with average DPE of 62.05 times followed by
SBL with average DPE of 62.05 times, PBL with average DPE of 55.80
times, EBL with average DPE of 54.90 times, BAL with average DPE of
49.60 times, MTBL with average DPE of 46.11 times, ABBL with average
DPE of 42.84 times, SJIBL with average DPE of 40.01 times, DBBL with
average DPE of 38.28 times, NCCBL with average DPE of 37.05 times &
so on. On the other hand, the average DPE of BBL, CBL, FSIBL, IBBL,
ICB, IFIC, PuBL has been below 30 times; hence these banks have
unsatisfactory DPE during the period. Therefore, it can be concluded that
the productivity regarding DPE of these ten banks have been highly
satisfactory during 2007-2011 since average DPE of these banks has been
more than 37.05 times.
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SL. Bank 2007 2008 2009 2010 2011 Average Rank
1 ABBL 30.94 38 42.57 47.66 55.03 42.84 7
2 BAL 4.7 52.91 53.18 67.58 69.63 49.60 5
3 BBL 8.44 9.57 12.61 12.25 14.81 11.54 19
4 CBL 20.36 21.51 25.74 25.11 3391 25.33 14
5 DBL 57.94 63.46 65.93 61.08 66.54 62.99 1
6 DBBL 53.37 41.97 37.98 30.13 27.94 38.28 9
7 EBL 43.01 54.48 56.22 57.99 62.22 54.90 4
8 FSIBL 29.49 19.6 18.3 20.02 19.85 21.45 17.5
9 IBBL 20.58 10.68 25.48 28.21 28.75 22.74 15
10 1CB 29.49 19.6 18.3 20.02 19.85 21.45 17.5
11 IFIC 14.97 17.11 22.79 23.61 29.63 21.62 16
12 MTBL 42.87 45.76 50.36 43.02 48.54 46.11 6
13 NCCBL  28.38 33.5 36.03 41.9 45.43 37.05 10
14 PBL 50.37 56.75 58 58.21 55.67 55.80 3
15 PuBL 11 13.72 17.3 16.75 17.15 15.18 18
16 SBL 49.71 55.82 68.95 66.79 68.98 62.05 2
17 SJIBL 40.75 41.55 36.54 37.68 43.51 40.01 8
18 SIBL 27.17 32.69 32.73 41.3 43.96 35.57 11
19 TBL 27.43 28.02 37 37.02 31.97 32.29 12
20 UCBL 20.12 23.77 30.99 41.3 42.11 31.66 13

Source: Annual reports of the sample banks

5.3 Relationship between HRD investment and bank productivity and profitability

One of the hypotheses of the study is that there is no association between
specific HRD indicators and deposit per employee (Productivity measure)
and ROI (the Profitability measure). To test this hypothesis correlation
matrix has been prepared as shown below:

Table 5: Relationship between HRD investment and bank productivity and profitability

Xi X X3 Xy Xs Y, Yo
X 1
Xz 478 1
X3 379 .398* 1
Xy 450" 486" 2107 1
X5 548" 570" 367 506" 1
Y1 .068 215" .043 .085 .062 1
Y2 181 .050 184 218" .034 112 1

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).
Source: Compiled by the researchers using SPSS program
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The Table 5 reveals that the relationship between X2 (Bonus and
Others) and Y1 (ROI) is positive and also statistically significant at the 1%
level. Again, the relationship between X4 (Training & others) and Y2
(DPE) has also been positive and statistically significant at 1% level. But
the relationship between X1 and Y1 and Y2 respectively, X2 and Y2, X3
and Y1 and Y2 respectively, X4 and Y1 and X5 and Y1 and Y2
respectively have been positive but not statistically significant. Such
positive relation between independent variables X1, X2, X3, X4, X5, and
the dependent variable Y1 and Y2 respectively implies that the more
investment in HRD indicators, the more the ROI and DPE and vice
versa. From the analysis, therefore, it can be said that null hypothesis has
been rejected implying thereby that investment in each indicator of HRD
has a positive relationship with ROI and DPE of the selected banks.

5.4 Impact of investment in HDR on Bank productivity and profitability

In order to measure the impact of the specific indicators of HRD namely
Salaries and Allowance (X1), Bonus and others (X2), Provident fund and
Gratuity (X3), Training (X4), Staff Welfare (X5) herein known as
independent variables and ROI (Y1) and DPE (Y2) known as dependent
variables, the following two regression models have been developed.
Model 1:

Y1 (ROI) = B0+B1x1+ B2x2 + B3x3 + Bdx4 + (55 +e
Model 2:
Y2 (DPE) = B0+31x1+ B2x2 + 33x3 + B4x4 + B5x5 +e

Where 0, 81, 82, 33, 34 and 35 are the regression co-efficient and e is
error term.

The results of model 1 are presented below:

Table 6: Regression (Y1=ROI)

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 574 329 226 5.9224568

a. Predictors: (Constant), X5, X3, X4, X2, X1
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Table 6: to be continued ...

ANOVAP
Model Sum of Squares Df Mean Square f Sig.
Regression 267.792 5 53.558 1.527 .0892
1 Residual 3297.096 94 35.075
Total 3564.888 99

a. Predictors: (Constant), X5, X3, X4, X2, X1
b. Dependent Variable: Y1

Coefficients?

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
(Constant) 10.467 1.007 10.395 .000
X1 .021 .001 .017 2.109 .014
! X2 .018 .007 .348 2.502 .014
X3 .003 .003 139 1.255 012
X4 .015 .075 .026 3.204 .039
X5 .025 .029 149 2.856 .094

a. Dependent Variable: Y1

Source: Compiled data using SPSS program

To test how well the model 1 fits the data and findings, coefficients of
determination (R2) and ANOVA test are significant. It is seen in the
above table that the value of R2 (Adjusted) is equal to 0.226. This value of
R2 signifies that investment in HRD can explain 22.6% of the observed
variability in ROI. The variance is significant as indicated by F-value 1.527
at about 10 % level of significance. Therefore, it can be concluded that
regarding the return on investment (ROI) of the selected banks have been
influenced by the investment in HRD indicators to the extent of 22.6%
only.

The results of model 2 are presented below:

Table 7: Regression (Y2=DPE)
Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate
2 6412 411 371 15.37

a. Predictors: (Constant), X5, X3, X4, X2, X1
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Table 7: to be continued ...

ANOVAP
Model Sum of Squares Df Mean Square f Sig.
Regression 5992.018 5 1198.404 5.072 .0002
2 Residual 22211.454 94 236.292
Total 28203.472 99

a. Predictors: (Constant), X5, X3, X4, X2, X1
b. Dependent Variable: Y2

Coefficients?

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Exror Beta t Sig.
(Constant) 36.980 2.613 14.150 .000
X1 .009 .003 375 2.623 .010
2 X2 .031 .019 213 1.661 .010
X3 .015 .007 224 2.193 .031
X4 .582 196 351 2.973 .004
X5 222 .076 467 2.920 .004

a. Dependent Variable: Y2
Source: Compiled data using SPSS program

To test how well the model 2 fits the data and findings, coefficients of
determination (R2) and ANOVA test are significant. It is seen in the
above table that the value of R2 (Adjusted) is equal to 0.371. This value of
R2 signifies that investment in HRD can explain 37.1% of the observed
variability in DPE. The variance is highly significant as indicated by F-
value 5.072 at about 1% level of significance. Therefore, it can be
concluded that the investment in HRD indicators has influenced DPE of
the selected banks to the extent of 37.1%. From the analysis of the model-
1 and model-2, it can be said that null hypothesis has been rejected
implying thereby that investment in HRD has a significant impact on ROI
and DPE of the selected banks.

6. Conclusion

From the analyses of the study, it is seen that the major indicators of
HRD investment, in order of importance are salaries and allowances,
provident fund and gratuity, bonus and incentives, staff welfare and
training, workshop, seminar, etc. Thus, it is seen that the lowest
investment is made in the training and development of human resources
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thereby neglecting this vital indicator of investment in HRD. The
correlation matrix reveals that there is a positive relationship between
each of the independent variables and dependent variables. Again, the
regression models indicate that the investment in HRD has a positive
impact on both the DPE and ROI of the sample banks. The significant
contribution of this paper is to persuade HR managers and the top
management of the banks to take serious attention on the higher
investment in HRD indicators especially in training and development and
employee welfare to make the banking sectors effective and dynamic for
sustainable economic growth. Further studies may be conducted in the
context of manufacturing and other service sector enterprises with larger
sample size. Case studies, focus groups, and longitudinal studies may also
be undertaken in this vital issue of HRM.
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Appendix 1

Name of the selected banks

NSV A WD

O e T e e N e N N N
SOPX A A LN O

ABBL=AB Bank Limited

BAL=Bank Asia Limited

BBL=BRAC Bank Limited

CBL=City Bank Limited

DBL=Dhaka Bank Limited

DBBL=Dutch-Bangla Bank Limited

EBL=Eastern Bank Limited

FSIBL=First Security Islami Bank Limited
IBBL=Islami Bank Bangladesh Limited

ICB=ICB Islami Bank Limited

IFIC=International Finance Investment and Commerce Bank Limited (IFIC)
MTBL=Mutual Trust Bank Limited
NCCBIL=National Credit & Commerce Bank Limited
PBL=Prime Bank Limited

PuBL=Pubali Bank Limited

SBL=Southeast Bank Limited

SJIBL=Shahjalal Islami Bank Limited

SIBL=Social Islami Bank Limited

TBL=Trust Bank Limited

. UCBL=United Commercial Bank Limited



