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Abstract: HRM practices and employee satisfaction has been a leading area of study in government sector all over the world. 

The influence of HRM practices on the satisfaction of employees has been in debates by scholars in the past. Accordingly, the 
aim of this study is to examine the impact of HRM practices on job satisfaction in Federal Authority for Identity and 
Citizenship (ICA) in UAE. To achieve this aim, quantitative methods was used and survey on selected sample consists of 377 
respondents working in ICA. The result of this study revealed that HRM practice has a significant effect on job satisfaction. 
This result lead to a final conclusion that HRM practices and job satisfaction are fundamental variables to the work of 
government organizations. Therefore, to achieve success in public workplace, it is essential to focus on the factors that 

influence HRM practices such as planning, recruitment of new staff, and compensations. 
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1. Introduction  

The topic of job satisfaction is one of the most debated subject in the literatures of management and 

organizational context. Most people spend a large part of their lives at work and therefore it is important to look 

for job satisfaction and its role in personal and professional lives, and that there is a point of view that job 

satisfaction could lead to increased productivity and the consequent interest for enterprises and workers. But the 

influence of HRM practices on the satisfaction of employees has been in debates by scholars in the past as well.  

Many researchers in management have found the meeting and business for many indicators that the importance of 

job satisfaction lies in its impact on increased productivity and the quality of services and production because the 

increase job satisfaction leads to increased functionality (Chan et al., 2017) and that the failure to address 

deficiencies the methods that increase job satisfaction such as HRM could affect negatively on job satisfaction of 

the workforce (Aksoy et al., 2014). 

It is common observation that satisfied employees relate themselves to their work. It means that job becomes 

their identity so importance should be given to the level of satisfaction at which employees feel contentment of 

heart (Onukwube, 2012). In view of Krumm et al. (2013) the relationship of job satisfaction with the outcomes is 

already established. Outcomes of job includes commitment, retention of employees (Lambert, 2001). Improving 

job satisfaction go beyond individual commitment to higher organization’s profit and return on investment. In 

accordance with government sector, job satisfaction adjusts the behavior of employees in positive direction 

leading to high performance and profits which is crucial for bringing success in the projects of construction 

(Onukwube (2012). Several public and private organizations in UAE recognized the importance of HRM practices 

in achieving high level of satisfaction of the workforce (Abdulla et al., 2011). Therefore, this study is an empirical 

attempt to examine this assumption. 

2. The Objectives of Study 

It is evident that HRM practices in several government agencies in UAE are not properly implemented 

(Alqudah et al., 2014). Job satisfaction is subjected to the influence of internal and external forces, which can 

affect the physical and mental health of the staff as well as affecting their achievement in the workplace (Suzete et 

al., 2017). Therefore, the aim of this study is to examine the impact of HRM practices on job satisfaction in 

Federal Authority for Identity and Citizenship (ICA) in UAE. Through the quantitative analysis and survey, the 

author provides empirical evidences that HRM practices and job satisfaction are correlated to each other. 

3. Methodology and Population 

This study applies quantitative methodology to examine the relationship between HRM practise and job 

satisfaction. Therefore, this study used a causal and correlation research methodology in an attempt to investigate 

the research hypothesis. The population comprises of workers employed by in Federal Authority for Identity and 

Citizenship (ICA). Those employees were employed into the various departments of this organization. The 

employees and staff positions range from department all level and the system from the human resources 

departments (Raju, 2021). Random sampling has been used to collect the data in the survey inside ICA. The 

number of respondents in the study sample equal 377. 
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4. Job satisfaction 

Job satisfaction is “a positive or pleasing emotional state resulting from the evaluation of a 

person’s job” (Locke, 1976, p.1304). Job satisfaction is the most widely discussed issue in the field of 

organizational behaviour (Belias &  Koustelios, 2014). The idea of jobs satisfaction started from the very basic 

definition that satisfaction is everything that shows elements of joy. Positive employee attitude and harmony shows 

satisfaction of employee at work place (Jaynob et al., 2018). Job satisfaction is a general attitude of employees either 

favorable or unfavorable towards their job. Some studies have shown a positive relationship between job satisfaction 

and job performance (Judge et al., 2001). Therefore, it may be assumed that customer satisfaction hinges on 

employee satisfaction (Koc, 2006). 

Different researchers take job satisfaction as the aggregate of all sentiments toward the job and the passionate 

attitude that employee have for their work (Al-Haydar & Bin Taleb, 2005). Job satisfaction is the term most widely 

used and researched in field of management and organization behavior. It is defined as an attitude towards how an 

employee feels toward the work (Sharma & Mani, 2013). 

Job satisfaction is the feeling of emotional attachment the organization. It is considered crucial for motivating 

employees on long term basis (Chetty & Phung, 2018). It is seen that the committed employees, who are ready to 

give up themselves for organizations have high level of job satisfaction. Regardless if employees are not satisfied 

companies have to pay cost in terms of recruitment of new employees (Farokhi et al., 2016). Due to changes in 

business structure and environment, most of the researches feel inclination towards the aspects of employees’ 

satisfaction, commitment, and retention in context of the cultural background of various countries. 

Job satisfaction is also defined as an overall evaluation of the work for the company. job satisfaction can be 

viewed as a machine that brings a change in the internal environment in the employee's performance and service 

quality required in the repair and improvement services to customers. Employee satisfaction is an important thing 

but never fulfilled at any time and is very difficult to calculate the employee satisfaction (Dorothea, 2015). Job 

satisfaction in service organizations are very important variable. The employees who are satisfied are employees 

who are motivated to convey his concern for others and serve the company better (Paul, 2013). 

Most of scholars tend to show different importance on sources of satisfaction, which can be classified as either 

intrinsic or extrinsic. Intrinsic sources depend on the individual characteristics of the person, such as attitudes. 

Extrinsic sources are situational and depend on the environment, such as workplace climate (Raju & Phung, 

2020).  

Theories which rely on extrinsic sources are more typically adopted by economist, albeit by reference to a 

different terminology, whereas intrinsic sources are more commonly associated with other social sciences 

(Farndale & Truss, 2005). UAE best practices comprise active involvement of employees by team work, rewards 

management and mentoring. These mentioned practices enhance the satisfaction of employees. Those 

organizations that have less satisfied employees face high cost in terms of hiring and training of fresh employees. 

Accordingly, the successful organizations in UAE recognize the importance of HRM practices in achieving high 

level of satisfaction of labor (Abdulla et al., 2011). 

The Brief Index of Affective Job Satisfaction (BIAJS) is a 4-item, overtly affective as opposed to cognitive, 

measure of overall affective job satisfaction. The BIAJS differs from other job satisfaction measures in being 

comprehensively validated not just for internal consistency reliability, temporal stability, convergent and criterion-

related validities, but also for cross-population invariance by nationality, job level, and job type (Raju, 2021).  

Other job satisfaction questionnaires include the Minnesota Satisfaction Questionnaire (MSQ), the Job 

Satisfaction Survey (JSS), and the Faces Scale (Spector, 2008). The MSQ measures job satisfaction in 20 facets 

and has a long form with 100 questions (five items from each facet) and a short form with 20 questions (one item 

from each facet). The JSS is a 36-item questionnaire that measures nine facets of job satisfaction. Finally, the 

Faces Scale of job satisfaction, one of the first scales used widely, measured overall job satisfaction with just one 

item, which participants respond to by choosing a face (Baptiste, 2008). 

Based on the findings from previous studies and reviewing the factors that contributed to Job Satisfaction. This 

study will measure Job Satisfaction through three factors namely: (1) Supervision, (2) Salary, (3) Communication 

as shown in Figure-1. 
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Figure-1: The factors of Job Satisfaction 

5. HRM practices 

Human Resource Management (HRM) is a philosophy of utilizing the workforces of the organization to 

optimize their contribution by satisfying both employers and employees. HRM deals with the people dimensions 

in the organization especially HR planning, job analysis, recruitment and selection, orientation, compensation, 

performance appraisal, training and development and labor relations (Dessler, 2013). While Senyucel (2009) sees 

HRM as a blend of people centered management practices that recognizes employees as assets and geared to 

creating and maintaining skilled and committed workforces for achieving organizational goals. 

HRM practices represent path ways through which employee skills can be upgraded return on investment 

increases with high market value (Monody & Noe, 2005). Human resource practices serve as the source to achieve 

organizational goals by shaping the attitude and behavior of employees (Greiner & Cummings, 2009). It is 

because of best HR practices that organizational commitment can be achieved, their behavior is modified and 

retention of valuable employees take place at greater pace (Raju, 2021). 

HRM practitioners are required to be able to recognize the needs of employees, aligning the needs of 

employees with company expectations and strive to do the best steps to encourage those needs are met optimally. 

Moreover, the HRM function and its practitioners should also be able to create a working environment that 

empowers employees and motivate them to contribute their best to the company (Obeidat et al., 2014). 

More and more talented employees can be retained with innovative implementation of HR practices. The 

employees should be kept fully motivated and satisfied, for this purpose appropriate techniques of job satisfaction 

are implemented properly by the HR department (Chew, 2004). The study by Murat et al. (2014) shows strong 

relationship between HRM practices, employee commitment and overall job satisfaction. They found that rewards 

and benefits (one of the HR practices), leads to employee job satisfaction. In the same way other positive practices 

like training and development also effects worker commitment and satisfaction level of employees (Chetty & 

Phung, 2018).  

It is evident that every HRM practice focuses on validity of procedures followed among various practices. So 

if practices are not coherent with each other than companies have to bear high cost in terms of losing valuable/ 

highly motivated employees. HR practices can lead to motivation of employees and managers can get advantage 

by properly applying HRM practices for employee motivation 

Based on the findings from previous studies and reviewing the factors that contributed to HRM practices. This 

study will measure HRM practices through three factors namely: (1) Planning, (2) Recruitment (3) Compensations 

as shown in Figure-2 . 

 

Figure-2: The factors of HRM practices 
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6. The Relationships between HRM Practices and Job Satisfaction 

The literature reveals a significant effect of HRM practices on job satisfaction. A study by Gamage (2014) on 

HRM practices in SME of Japan was based on the sample study of 144 employees of firms the study shows the 

existence of relation between recruitment and performance of SMEs. Another result of study was that recruitment 

(index) had highly significant relation with satisfaction, commitment and employee safety etc.  

The study suggested that the managers of SMEs should be focused on preparing of more effective recruitment 

strategies. Another study conducted by Alnaqabi (2011) confirmed a significant association between HR practices 

and job satisfaction in public organizations in UAE. 

In the same context Mira et al. (2019) investigated the role of the HR practices such as training and 

development, reward, job analysis, social support, recruitment and selection, employee relationship and 

empowerment, employee satisfaction into employee performance. While Jaynob et al. (2018) investigate the 

influence of HRM practices on employees’ job satisfaction. To conduct this research, 80 respondents from 20 

private commercial banks of Sylhet region of Bangladesh were surveyed conveniently through a structured 

questionnaire; then the responses were analyzed by conducting a test of hypothesis, correlation and regression 

analysis using SPSS software. Correlation analysis reveals that HRM practices have a significant relationship with 

job satisfaction, besides regression analysis shows that the five factors of HRM practices depicted in the model 

explains about 57.3% of job satisfaction among the bank employees and have a positive influence on their job 

satisfaction. 

It is evident that HR practices of an organization can improve the job satisfaction level of the employees and 

strengthen their commitment towards their organization. (Martin, 2011) Conducted a study to find out the 

influence of HRM practices on job satisfaction, organizational commitment and intention to quit. HRM practices 

included recruitment and hiring, compensation and benefits, training and development, and supervision and 

evaluation. 

Based on literature review and findings of previous studies which revealed a significant relationship between 

HRM practices and job satisfaction, this study will test the following hypothesis: 

HRM practices affect job satisfaction through a causal and statically relationship 

In the following, a simple linear regression analysis is done to examine the relationship between HRM 

practices and job satisfaction. The test of this hypothesis is conducted using three outputs tables: simple linear 

regression table, ANOVA output table, and regression coefficients). 

Table 1: Simple linear regression output between HRM practices and job satisfaction 

R R Square Adjusted R Square Std. Error of the Estimate 

.573a .328 .327 .46460 

As shown in table 1, the output of regression model summary indicates the degree of variance and association 

between HRM practice and job satisfaction. It is found correlation coefficient (R) = 0.573, evaluating this value 

shows a good degree of association between HRM practices and job satisfaction. Moreover, the degree of 

interpretation R2 = 0.328 shows that 32.80% of the variation in job satisfaction is explained by the impact of 

independent variable. In other words, the value of job satisfaction is explained 32.80% because of the effect of 

HRM practices. Thus, the degree of regression is strong between HRM practices and job satisfaction. 

The next step is evaluating the data in ANOVA output which reports the degree of regression model fitness 

with data to examine the relationship between HRM practices and job satisfaction based on significance of 

association. 

Table 2: ANOVA output between HRM practices and job satisfaction 

 Sum of Squares df Mean Square F Sig. 

 

Regression 39.595 1 39.595 183.430 .000b 

Residual 80.946 375 .216   

Total 120.541 376    

a. Dependent Variable: job satisfaction 
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b. Predictors: (Constant), HRM Practices 

Reading the output in ANOVA table 2 reveals that the significant of correlation between HRM practices and 

job satisfaction is achieved through a comparison to the value of probability (ρ) that an association between these 

two variables does exist and also checking whether this correlation is significant. The output in Table 2 indicates 

that the association between HRM practices and job satisfaction is significant (Sig.=0.000), thus this study 

concludes the null hypothesis is no more supported (rejected) so that this study accepts the alternative hypothesis 

which states the existence of relationships between the two variables. In other words, the regression model 

predicts the link between HRM practices and job satisfaction very well. Furthermore, the value of F = 183.430, 

when F must be greater than 1 in order to accept the existence of significant relationships between HRM practices 

and job satisfaction due to empirical reasons not because of chance or probability. In summary, HRM practices 

influence job satisfaction in a direct and causal relationship.  

The last table is coefficients of regression which is used to evaluate the strength of regression between HRM 

practices and job satisfaction. Understanding the output of the coefficients table is necessary to provides essential 

information about the degree of correlation between HRM practices and job satisfaction and how significant this 

relationship does as show in Table.3. 

Table 3: Coefficients of Regression between HRM practices and job satisfaction 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 1.810 .127  14.279 .000 

HRM Practices .481 .035 .573 13.544 .000 

a. Dependent Variable: job satisfaction 

To understand the strength of regression between HRM practices and job satisfaction, the following regression 

equation is evaluated to explain the association between HRM practices and job satisfaction: 

Job satisfaction = 1.810 + 0.481* HRM practices + 0.127 

Reading the data in the coefficient output Table.3 indicates the strength and direction of regression relationship 

between HRM practices and job satisfaction. It is evident that the relationship between HRM practices and job 

satisfaction is significant and moderate, Sig. = 0.000, and finding the unstandardized coefficient (B) = 0.481 is 

positive and moderate. Thus, job satisfaction is positively predicted by the change in the magnitude of HRM 

practices.  

The summary after examining the output table of linear regression between HRM practice and job satisfaction 

indicates a positive and strong link between them. Furthermore, the outcome from simple regression analysis 

suggest the acceptance of the alternative hypothesis (H1) and rejection of the null hypothesis (H0). In other words, 

there is a statistical causal relationship between HRM practices and job satisfaction. 

7. Conclusions 

The review of literature and previous studies shows theoretical and empirical evidences that HRM practices 

have strong link with job satisfaction. HRM practices serves a strong foundation for organizations on the way of 

business success and increase the satisfaction of workforce on their work. Importance of employees and 

individuals running the industry cannot be ignored so that HRM practice focus on individuals inside workplace 

and enhance their satisfaction towards their organization. HRM practice is influenced by three factors recruitment, 

career planning, compensations (Raju, 2018). Moreover, job satisfaction is the most widely discussed issue in the 

field of organizational behaviour. In this study job satisfaction was measured through three factors namely: 

supervision, salary, and communication. The concept of job satisfaction has been developed in many ways by 

many different researchers and practitioners. The idea of jobs satisfaction started from the very basic definition 

that satisfaction is everything that shows elements of enjoyment in the workplace. Positive employee attitude and 

harmony shows satisfaction of employee at work place is linked to HRM practices. Different researchers take job 

satisfaction as the aggregate of all sentiments toward the job and the passionate attitude that employee have for 

their work.  
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