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Abstract— The services in  the banks are performed by the employees, and  these services should  be 

conducted  a ffectively. The Bank should  assure the employees satisfaction  in ord er to  enhance the 

employees'  engagement level and  motivate the employees to  do their best in  the working environment . 

The economic benefi ts o f human resource practices ( such  as promotions and  rewards)  play important  

role in  motivate the employees in  the wo rking  environment  through  satisfy their extrinsic needs. The 

main  challenge o f HRP management  is the employees'  t rust  o f leaders toward  these practices in  the 

organization . This paper aims to  reviews the ro le o f HRP manages in  the employees'  satisfaction  i n  the 

bank. The review o f literature i s conducted  to  address the main  aim o f this paper. The paper result  

indicates that  in order to enhance the level o f employees' sati sfaction and working engagement, t he 

leaders should  provide effective economic benefits o f HRP, the HRP policies should  t ransparent  and  

clear for the employees, and  the leaders must honest in app ly the HRP policies as real  act ions in  

working environment . A conceptual  model  i s suggested to fill the research gap, and  the contribution  o f 

the suggested  model  i s the presentation  o f various dimensions o f HRP management  in  the context  o f 

employees' satisfaction.  

Keywords—  economic HRP; transparent  polices; leader commitment; employees'  sat isfact i on; working  

engagement.  

 

I. INTRODUCTION 

Banking industry  is one o f the most booming  

indust ries in  countries. Banking  secto r o f any country  

plays very important  ro le and help to increase the 

economy growth  of any  country . Basically , bank is  an  

inst itut ion which  has deal with  cash and inst rument  

related cash . Banks are always g iv ing facilitat ion like 

lend ing , d istribut ion  and  consumpt ion  of wealth  

(Ahmad et  al., 2015). Hence, the serv ices  

performance in  the banks  should  be improved  

cont inually . The effect iveness o f perform the serv ices  

by the employees  is  the success key  of serv ices  

performance, which  clarify  the importance o f 

employees' satisfactions in the banks.  

The employee satisfaction is a p leasurab le o r 

posit ive emot ional state result ing from the 

comfortab le in  job  env ironment  (Chughat i&Perveen , 

2013). When the institu t ion meets job  expectat ions, 

the ind iv idual experience posit ive feelings , so , these 

posit ive emot ions ind icate job  sat isfact ion  (Green , 

2000). The employees  who  have posit ive att itude 

towards  the company , co -workers, and  the job are 

able to perform their jobs tasks  effect ively  more than  

the employees o f low sat is fact ion  level (Sypniews ka, 

2014). Thus, the employees ' sat isfact ion  is  important  

facto r to  enhance the job  performance in  the 

organizations .  

If the employees have negat ive and unpleasant  

feelings in  work, their att itudes  to  the work are 

defined  as  d issat isfact ion  (Zhu, 2012). In  th is  context , 

job  sat is fact ion  is  that  how much  the employees like 

or d islike their work and  the extent  how much  their 

expectat ions  concern ing  work are fu lfilled . Accord ing  

to Wright and  Kim (2004), Job sat is fact ion represents  

an interact ion between workers and work env ironment  

and between  what  they  want  from their jobs, what  

they perceive and receive. Thus, the sat is fact ion level 

of the employees  is d ifferen t accord ing to ind iv iduals ’ 

cases and situations.  

Accord ing  to  modern human resource 

management  p ract ice, estab lish ing  a p roper 

relat ionsh ip  between  human resource and  st rateg ic 

object ive o f the o rgan izat ion is  the base fo r 

organ izat ional success. Th is p ract ice most ly  
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emphasizes  the importance o f the human aspect  of the 

organ izat ion  as  most  valuab le asset. Hence, the 

mot ivat ional factor o f human elements o f 

organ izat ion  has the power to  determine the success 

or failure o f an o rgan izat ion . Fitt ing human resource 

pract ices  enhance mot ivat ional levels and  

organ izat ional performance, because they  in fluence 

employee sat is fact ion in  meet ing  their expectat ions  

and  encourage h igh  work performance (Ahmedabad , 

2005). The employees’ sat isfact ion can  be ach ieved  

through motivate them using extrins ic benefits. 

The ext rins ic benefits are classified  as  Human 

Resource Pract ices (HRP) in the o rgan izat ion . The 

human resource p ract ices are one o f the major bas ics  

of Human Resource Management  (HRM). HRM 

pract ices  include analyzing  and  des ign ing  work, 

determin ing  human resource needs att ract ing  potent ial 

employees, choos ing  employees , teach ing  them how 

to perform their jobs and  preparing  them for the 

futu re, reward ing  employees, evaluat ing  their 

performance and creat ing a pos it ive work 

environment (Mathur, 2015).  

To assure the employees’ sat isfact ion , there are 

two  procedures  o f HRP should  be managed . First ly , 

the po licies o f HRP must  t ransparen t  fo r employees  

and clarified by the leadersh ip.   The employees need  

to understand  the availab le HRP, and the 

respons ib ilit ies to  receive the availab le HRP 

(Kern is & Goldman, 2006;  Kaptein, 2011;  

Palanski&Yammarino 2011). Secondly , the leaders o r 

organ izat ion  must  commitment  in app ly ing  the HRP 

policies  ins ide the working  env ironment  (Leroy  et  al., 

2012). Thus, the t ransparency  commitment  of human 

resource p ract ices can be defined  as the clearness and  

understandab ility  o f human resource p ract ices  by  

leaders and employees and the commitment o f 

app ly ing these p ract ices by the leaders ins ide the 

working environment . 

The t ransparency commitment  of HRP is  under 

the umbrella of the leadersh ip  authent icity, which is  

about  the t ruth  o f execute the p romis es as a real 

act ion  in  working  env ironment . The lack o f 

transparency  commitment  of HRP cou ld  decrease the 

trust o f relat ionsh ip  between the leadersh ip  and the 

employees. Thus, the level o f employees ’ sat is fact ion  

will be decreased , and the job performance will be 

decreased .  In  other words , if the HRP po lices are 

clear and the leadership  are honest in app ly ing  these 

policies, then the emot ions of employees will be 

posit ive, and  they  will be sat isfied. The  employees’ 

satis fact ion will encourage them to  do quality and  

accurate working  tas ks, which improve the overall job  

performance of the organizat ion .  

This paper aims  to  rev iews the ro le o f 

transparency  commitment  o f HRP in  enhance the 

employee's sat is fact ions in the banks . The next  

section  d iscusses related  works  to  t ransparency  

commitment  o f HRP, employees' sat isfact ion , and the 

connect ion between these facto rs . Sect ion  3.0 

suggests the concep tual model based  on  the literatu re 

rev iew. Last ly, sect ion 4.0 p resents the conclus ion  

and the future works.  

 

II. LITERATURE REVIEW  

This sect ion  p resent  exp lains the study  factors  

(Transparency  Commitment  of HRP and  employees' 

satis fact ion) and  the relat ionsh ip between  these 

factors. 

 

III. TRANSPARENCY COMMITMENT OF 

HUMAN RESOURCE PRACTICES 

Successfu l companies  no  longer see employees  as  a 

recourse whose p rimary  funct ion  is  to  p rov ide goods  

and  serv ices . Instead  employees  are seen  as crit ical to  

the capab ility  o f serv ice o rgan izat ion  (Omar & 

Shehada, 2015). W right  and  Kim (2004) study shown 

that the human resources can  be a source o f 

compet it ive advan tage because they  meet  the criteria 

fo r being  a source o f sustainab le compet it ive 

advantage. A  firm HRM pract ices  refers  to  as  

involv ing “people p ract ices; it  refers to the po licies, 

pract ices , and  systems that in fluence employees’ 

behavior, att itudes , and performance (Noe et al., 

2003).  

HRM pract ices include analyzing and  

design ing  work, determin ing  human resource needs  

attract ing  potent ial employees , choos ing  employees, 

teach ing  them how to  perform their jobs and  

preparing them for the futu re, reward ing  employees, 

evaluat ing  their performance and  creat ing  a posit ive 

work environment (Mathur, 2015).  

There are many  stud ies  focused on HRM 

pract ices  as  a t it le , but  implemented  some of the 

whole p ract ices. The study  of Gidado  et  al. (2014) 

used t rain ing, salary  & wages, and  d irecto rs’ 

emolument  as funct ions  of human resource 

development , and found that their investment has a 

posit ive and  sign ificant  relat ionsh ip  with  the bank 

performance in Malaysia and Nigeria. A lso ,A l Azaam 

and  Jaradat  (2013) represented  (job  analyses and  

design , recru itment , t rain ing  and  development and  

employee's  performance appraisal) as HRM pract ices  
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by found  its  impact  on  ach iev ing  CA for 40 industrial 

companies at  al Hassan industrial Estate in Jordan . 

Where the HR t rain ing  and  development  d imens ion  

show that  there is no  s ign ificant  impact on ach iev ing  

CA. Pahuja andDalal(2012) rev iewed  how 

compet it ive advantage is  developed  us ing  HR 

pract ices  in  the State Bank of Ind ia from the 

employees’ perspect ive, and ident ified  five key  

facto rs as  recru itment and  reward  system, t rain ing and  

skill development p ract ices, o rgan izat ion climate, 

employee part icipat ion  and  empowerment; and  

effect ive communicat ion  system. Su ifan(2015) used  a 

sample of 500 employees working fo r pub lic and  

private o rgan izat ion in  various industries in Jordan  to  

examine the impact o f (t rain ing , person-organ izat ion  

fit , and  rewards) as  HR pract ices on  o rgan izat ional 

commitment , and found  that there are s ign ificant ly  

and pos it ively  associated with each  other. 

Su ifan(2015) measured t rain ing us ing  a scale 

developed  by  Yahya and  Goh(2002) where rewards  

construct  was measured  by  a scale adopted from 

Sejjaaka and Kaawaase (2014). 

Based  on  the above works , it  can  be 

concluded  that  the effect ive benefits o f HRM could  

mot ivate the employees to  do their best in  working  

env ironment . However, the leaders shou ld  be 

committed toward  the HRP in  o rder to  bu ild  t rusted  

env ironment . The t rust  between  the employees and  

the o rgan izat ion is  very  important  to  mot ivate the 

employees to  do their best in  the working  

env ironment . Hence, the leaders shou ld  show the self-

true commitment  toward  the  employees  in  o rder to  

construct  effect ive relat ionsh ip  in  working  

env ironment .  Th is idea becomes  importan t  eth ic in  

any bus iness under the scope of leader integrity  

(Drisco ll & McKee, 2007;  Verbos et  al., 2007). The 

leader integrity  is about  the tru th level o f leaders' 

words towards their employees (Palans ki and  

Yammarino , 2007; Palanski&Vogelgesang , 2011). 

Avolio  and Gardner (2005) ment ioned that  

the match ing between  the leaders' behav iors and  their 

act ions in working env ironment  cou ld ind icate the 

one-self t rue o f leaders  towards  their employees. 

Similarly , the idea of ‘‘being  t rue to  one’s word  when  

dealing  with  others ’’ has estab lished itself as  

behavioral integrity , the perceived alignment  between  

the leader's words and actions (Simons, 2002).  

With  regards  to  the idea o f leaders ' integrity , 

two  important  fundamentals are invo lve the leaders  o r 

behav iora l integrity in  HRP (Simons et  al. 2015;  

Palanski&Yammarino 2011;Leroy  et  al., 2012);  (i) 

the t ransparency of leaders ' words and behav iors  

toward  the employees, and  (ii), the commitment  o f 

produce these words as act ions in  the working  

environment .  

The t ransparency of leaders' words and  

behav iors can be defined as the clearness o f 

communicat ion  between  the employees  and  the 

organ izat ion . Many  po licies such as the working  

ro les , responsib ilit ies, rights , and  dut ies  shou ld  be 

clear fo r leaders  and  employees  (Kern is &Goldman, 

2006;Kaptein , 2011;  Palanski&Yammarino  2011). 

Therefore, the communicat ion between leaders and  

employees can  be s implified  based on known and  

defined policies.    

On  the o ther hand , the leaders  o r organ izat ion  

commitment  can  be defined as the tru th o f app ly ing  

the working  po licies by  the leaders ins ide the working  

env ironment (Leroy et al., 2012). The lack of honesty  

in  app ly ing  the o rgan izat ion  po licies by leaders cou ld  

decrease the t rust  and  sat isfact ion  level o f employees  

toward the organizat ion (Walumbwa et al., 2011).  

Hence, the transparency  commitment  o f 

human resource p ract ices can  be defined  as the 

clearness  and  understandab ility  o f human resource 

pract ices  by leaders and employees and the 

commitment  of app ly ing  these p ract ices  by  the 

leaders  inside the working env ironment . The 

transparent of human resource p ract ices like train ing , 

salaries, bounces , rewards, and social security is  

important  to  clarify  the rights and  dut ies  o f employees  

and leaders . On  the other hand , the leaders  s hou ld  

commitment  to  app ly  these p ract ices based  on the 

transparent act ions and  ro les. In other words, the 

leaders shou ld  be authent ic in  exp lain and app ly the 

human resource p ract ices  ins ide the working  

environment .   

 

IV. EMPLOYEES SATISFACTION 

The most-used  defin it ion  of employee o r job  

satis fact ion  is by  Locke (1976) as “a p leasurab le o r 

posit ive emot ional state resu lt ing  from the appraisal 

of one’s job  o r job  experiences” (A. Judge &Klinger, 

2008). Locke, who is  the lead ing  academician  among 

many  researchers, states that there are important  

points  in above defin it ion o f employee sat is fact ion : 

an emot ional state implied  that  there is an  effect ive 

component  to  the job  s at isfact ion;  an  appraisal 

process implied that there is a cognit ive o r evaluat ive 

component  to  the job  sat is fact ions. In o ther words, 

Locke’s  defin it ion cons ists o f th ree elements : 

effective, cognitive and job-focused.   
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There are various defin it ions  o f job  

satis fact ion as ment ioned , first  of all, it can  be 

defined as concern ing one’s feeling o r state of mind  

related  with  the work (Chughat i&Perveen, 2013) and  

“an  employee’s posit ive at t itude towards the 

company, co -workers and , finally , the job” 

(Sypniews ka, 2014). When  the inst itut ion  meets  job  

expectat ions, the ind iv idual experien ce posit ive 

feelings, so , these pos it ive emot ions ind icate job  

satisfaction (Green, 2000). 

Another defin it ion  o f the employee/ job  

satis fact ion  concept  is  “the extent  to  which  people 

like sat isfied- or d is like/d issat isfied  with  their job” 

(Spector, 1997). In  fact , job  d issat isfact ion  reduces  

ind iv idual’s  performance and  causes  some negat ive 

effects such  as  low product iv ity , absenteeis m, and  

quitt ing the job and it is  hard to p revent  job  

dissat isfact ion  (A ltuntas, 2014). In th is context , “the 

evaluat ion o f ind iv idual’s assessment  level that  how 

the work env ironment fu lfils  their needs” (Dawis and  

Lofqu ist, 1984), and  “general att itudes o f employees  

towards their jobs” (W ickramas inghe, 2009) are the 

other defin it ions of job sat is fact ion. Simply  stated , 

the mo re employees’ work env ironment  fu lfills  their 

needs, values , o r personal characterist ics, the g reater 

the degree of job satisfaction (Ibrahim et al., 2012). 

Accord ing  to Koyuncu  (2006) the working  

engagement  is  one o f the most  important  d imensions  

of employees ’ sat isfact ion . Work engagement  has  

received  increas ing  research  attent ion over the past  

years, reflect ing  th is  emphasis  (Leiter & Bakker, 

2010;  Schaufeli et  al., 2009). Engaged  workers are 

energet ic, are pos it ively connected to their work and  

feel they are do ing  their jobs effect ively . It  is a  

pers istent  and  broad  affect ive cognit ive state. 

Schaufeli et al. (2009) v iew it  as a pos it ive, fu lfilling  

work related  state o f mind  that  is  characterized  by  

vigor, ded icat ion  and  absorpt ion . Vigor is  

characterized  by  h igh  levels  o f energy, the 

willingness to  invest  energy  in  one’s work and  

pers istence in d ifficu lt t imes; ded icat ion is  

characterized  by h igh  levels of work invo lvement and  

feelings o f p ride and  challenge from one’s  work; and  

absorpt ion  is  characterized  by  deep  concentrat ion  in  

one’s  work the sense that  t ime passes qu ickly  and  one 

is reluctant to leave their work.  

The employee engagement  is  very  depending  

on the employees ’ sat is fact ion (Federman , 2009;  

Leiter & Bakker, 2010; Zigarmi et al., 2009). 

Employees ’ sat is fact ion has been defined as “the 

primary  affect ive react ions o f an  ind iv idual to  various  

facets o f the job and to  job experiences” 

(Igbaria&Buimaraes , 1993, p. 148). As contrasted  to  

job  sat isfact ion , employees ’ work engagement is  

considered  a vo luntary  emot ional commitment that  

can be influenced by organ izat ional support , mutual 

trust among  team members, and personal enthusias m 

and willingness (Schaufeli et al., 2009). 

Under th is  perspect ive, t rustfu l leaders and  

support ive peers cou ld increase the level o f 

employees’ work engagement  and  u lt imately  lead  to  

organ izat ional performance improvement. Thus, 

employees’ work engagement  includes invo lvement  

with  the o rgan izat ion  that  goes beyond the affect ive 

focus of job satisfaction (Leiter & Bakker, 2010).  

In  add it ion, o rgan izat ional commitment and  

engagement  are similar concepts in terms of expected  

outcomes. However, many  engagement  researchers  

have emphasized  that  the concept o f engagement is  

related  to  employees ’ vo luntary  behav ioral aspects  

(Macey  & Schneider, 2008;  Saks, 2006) whereas  

organ izat ional commitment appears to be more 

att itud inal in  nature includ ing  affect ive, cont inuance, 

and normat ive domains. Generally , engagement  is  

viewed  as  a more ho list ic construct  than  commitment . 

Organ izat ional commitment  and  job  sat is fact ion are 

subsumed with in  the const ruct  o f o rgan izat ional 

engagement (Bakker &Schaufeli, 2008; Saks, 2006). 

 

V. RELATIONS HIP BETWEEN 

TRANSPARENCY COMMITMENT OF 

HRP AND EMPLOYEES SATISFACTION  

Absar et  al. (2010) exp lored  the impact  o f HRP on the 

employees’ s at isfact ion  in  20 manufacturing  firms  in  

Bangladesh.  The find ings o f the quest ionnaire survey  

that  co llected  from 60  employees showed  that  there is  

sign ificant  relat ionsh ip  between  HRP and  the 

employees’ sat is fact ion. The researchers founded that  

the level o f employees’ sat is fact ion  cou ld  be 

increased  th rough  many  pract ices such  as o ffer 

extens ive t rain ing and development  programs fo r the 

employees, int roduce p roper performance appraisal 

systems , and  offer at  least reasonab le compensat ion  to  

the employees.  

 

The study  of Hunjra et  al. (2010) was  focused  

on the management ro le o f the HRP in  the employees’ 

satis fact ion. The study  data was  co llected  us ing  

questionnaire survey  from 295 employees in  Pakistan i 

banks. The sign ificant  resu lts showed  that  the HRP 

such as train ing  and  compensat ions are important  to  

enhance working engagement  o f the employees.  The 

https://dx.doi.org/10.22161/ijels.45.9
http://www.ijels.com/


International Journal of English, Literature and Social Science (IJELS)                                            Vol-4, Issue-5, Sep – Oct 2019 

https://dx.doi.org/10.22161/ijels.45.9                                                                                                                          ISSN: 2456-7620 

www.ijels.com                                                                                                                                                                            Page | 1311  

leadersh ip  behav ior toward  the management  o f HRP 

is necessary  for effect ive implementat ions of these 

pract ices . The leadership  should  honest in  d istribute 

the HRP based  on clear po licies accord ing  to  

employees working performances .    

Kaya et  al. (2010) p resented  the importance 

of manage the HRP to  address the employees’ 

satis fact ion in  Turkish  banking  secto r. Kaya et  al. 

(2010) surveyed  346 employees from 19 banks  in the 

turkey . The study founded  that the ideal writ ten  

policies  o f HRP is  one o f the main  success  keys  to  

improve the working engagement  o f the employees. 

The employees  cou ld  expend  more working  effo rts  

and  t ime to  receive the expected  compensat ions  based  

on the written policies.   

Zaitoun i et  al. (2011) focused  on  the HRP 

effect on the working mot ivat ion  o f the employees in  

banking  secto r in  Kuwait . The data that  co llected  

from 100 employees  showed  that  the ext rinsic HRP 

like rewards and  allowances  have greater effect  on  

employees’ mot ivat ion  more than  other HRP like 

competence development and informat ion sharing. 

In the same context , Shafiq et al. (2011) 

conducted  a research on  top ic of relat ionship  between  

compensat ion  and  mot ivat ion o f employees, taking  

interv iews of 226 banks employees of d ifferent  banks  

in  Pakistan . Shafiq  et al. (2011) concluded  that  de -

mot ivated  employees  early  qu it  from current  

organ izat ion  as compared  to  mot ivated  employees due 

to weak and  unclear implementat ions o f HRP in the 

banks.  

Majumder and  Hossain  (2012) focused  on  the 

impact o f HRP on the employees’ sat isfact ion  in  

banks env ironment . The study  used  a quest ionnaire 

survey to co llect  data from 88 employees in  

Bangladesh banks. The study  revealed  that  the HRP 

pract ices  p lays  important  ro le in  the employees’ 

satis fact ion in the banks  in  develop ing  count ies due to  

low levels  o f salary  and  other economic benefits  in  

these countries. Main ly , the study  shows that the 

employees in the study  area are not  sat isfied due to  

two  main  reasons;  (1) the HRP po licies  are not  clear 

fo r the employees, and  (2) the HRP like 

compensat ions and t rain ing no t sat is fy the ext rins ic 

needs of the employees. 

Bowra et  al. (2012) stud ied  the relat ionsh ip  

between  the HRP and  employees’ performance in the 

banks. The study  data were co llected  from 235  

employees  in  banking  sector o f Pakistan . The resu lts  

show that  there  posit ive and  s ign ificance relat ionsh ip  

between  the HRP in the bank and the improvement o f 

employees’ behav iors  toward  enhance the 

performance level of their working tasks . For 

effect ive management  o f HRP, the compensat ions  

such as  rewards  and  promot ions  should  be p rov ided  

accord ing  to performance level o f the tasks that  

accomplished by the employees. Th is requ ires  

effect ive evaluat ion  o f the tas ks performance that  

accomplished  by  the employees . The performance 

evaluat ion  invo lves  many  performance d imensions  

such as    tasks  quality  and  accuracy. Bowra et  al. 

(2012) e xp lained  that  the employees  should  

understand the HRP po licies to  mot ivate them to  

enhance their working performance in o rder to  

receive the possible HRP. 

Mochama(2013) examined  the effects o f 

award ing equal employee benefits  on employees’ 

level o f job sat isfact ion , also exp lored the link 

between  equal employee benefits  and  job  performance 

based on a study conducted at the Kenya Pipeline 

Company, Eldoret  Branch  in  Kenya. The study  

estab lished  that  there is a pos it ive correlat ion  between  

equal employee benefits  and  level o f job  sat is fact ion  

among employee. There was  also a s ign ificant  

correlat ion  between  equal employee benefits and  

increased  efficiency  as  well as p rofitab ility . 

Conversely, there was no  s ign ificant  relat ionsh ip  

between  equal employee benefits  and  corporate 

image, employee retent ion , cost reduct ion  and  staff 

morale. 

Ib rah im, Subramaniam, and  Shamsudin  (2014) 

exp lored  the ro le o f HR pract ices  in  in fluencing  

cyberdev iance. It also see ks  to  examine whether job  

satis fact ion mediates the link between HR pract ices  

and cyber dev iance. The study uses four d imensions  

of HR pract ices  i.e . perfo rmance appraisal, 

compensat ion p ract ice, career advancement , and  

employment  security , while job  sat is fact ion  y ielded  

two  d imensions  i.e . sat is fact ion  with  pay, and  

satis fact ion  with  workload. Resu lts  showed  that  all 

four d imens ions of HR pract ices  were s ign ificant ly  

able to  exp lain  68.8% of the variance in  cyber -

dev iance. Sat isfact ion  with pay was found to part ially  

mediate the link between  performance appraisal and  

cyberdev iance. On the other hand , sat is fact ion  with  

workload  was a part ial mediato r between  performance 

appraisal and  cyberdev iance, and  between  career 

advancement and cyberdeviance.  

Ahmad et  al. (2015) exp lained  that  the retent ion  

of the employees in  the banks  would  be improved  

through  various HRP such as free t rain ing , salary , 

bonuses, leave benefits , and  insurance. One of the 
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min retent ion  elements is the employees’ sat isfact ion , 

which  can  be enhanced  th rough  mot ivate the 

employees us ing various economic benefits . The 

leader commitment and  honesty o f p rov ide the 

compensat ion  accord ing  to  clear po licy  is  important  

to improve the pos it ive emot ions o f the employees. 

Approximately , the same exp lanat ions were p resen ted  

by Mahmood et  al. (2014) study  which surveyed  150 

employees in Pakistan banks. 

 

Ijigu  (2015) stud ied  the effect  o f manage the HRP 

on the employee's  sat isfact ion  in  Eth iop ian  pub lic 

banks. To  study  th is  effect , a  quest ionnaire survey  

was  conducted  with  333 banks  employees. The resu lts  

show that the HRP like train ing  and compensat ions  

are importance to  enhance the mot ivat ion level o f 

working  engagement. The prov ided  HRP should  be 

managed  effect ively  to ensure the employees  

satis fact ion, which lead  them to  do  their best  to  

accomplish  the working  tas ks. The HRP management  

cou ld be improved  though  structure po licies that  

clarified by the leaderships.  

Based on  the above stud ies, it is  clear that the 

effect ive HRP pract ices are important  to  increase the 

satis fact ion level o f the employees, which  encourage 

them to  engage their working  act iv it ies us ing  more 

effo rts. The management  o f HRP through ideal and  

effect ive po licies is  necessary  to  mot ivate the 

employees to do  their best in o rder to receive the 

expected HRP based on clear ro les. However, th ere 

are few ev idences (research gap) that  p rov ided  by the 

past stud ies  about  the importance o f HRP 

transparency , and the leadersh ip  commitment  toward  

the HRP policies. 

 

VI. CONCEPTUAL MODEL 

Regard ing  to  the gap  in  literatu re rev iew, Figure 1 

illust rates the concep tual model as a resu lt o f th is  

paper. The HRP management  is important  to  improve 

the employees' sat isfact ions . There are th ree 

dimens ions should  take in  the account o f HRP 

management;  (i) p rov ide effect ive  economic benefits  

of HRP based on the employees  performance, (ii) the 

HRP po licies shou ld  be t ransparent , understood , and  

clear fo r all employees in  the bank, and  (3) the 

leaders shou ld be committed  in app ly the HRP 

policies as real act ions in banks env ironment. These 

three d imens ions would enhance the working  

engagement  level o f the employees  in  the bank 

through increase the level of employees' satisfaction.  

 
Fig.1: Conceptual Model 

 

VII. CONCLUSION AND FUTURE WORKS 

This paper rev iews the role of transparency commitment 

of HRP in employees' satisfaction in the banks. The most 

important dimensions of the transparency commitment of 

HRP are the effect ive HRP (such as training and 

compensations), transparency of HRP policies, and 

leadership’s commitment toward the HRP policies. On the 

other hand, the main d imension of the employees’ 

satisfaction is the level of working engagement. The 

management of HRP dimensions is important to enhance 

the level of employees' satisfaction and working 

engagement. In the future, several works could be 

conducted such as develop research hypotheses based on 

the conceptual model and test it using questionnaire 

survey with banks employees. Another important future 

works is the relationship between the HRP management 
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as independent factor, Employees satisfaction as 

mediating factor, and job performance as dependent 

factor.  
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