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Abstract

Because of the vital responsibilities they play in nation-building and financial inclusion, non-
banking financial companies are playing a significant role in encouraging inclusive growth in the
nation. The primary concentration of NBFCs is on loan-related activities, particularly gold loans,
and advances, as well as shares, bonds, debentures of various kinds, leasing, hire-purchase
agreements, and the insurance industry. Respectively, they constantly view their employees as the
foundation of their business and work to ensure employee satisfaction. However, the Human
Resource Department has a difficult time getting to know its workers, which means that the
majority of NBFCs experience greater attrition rates. Thus, 450 respondents were used in this
study to identify and comprehend the human resource policies and practices used by NBFCs and
determine the relevant links between these practices and job satisfaction. For this descriptive
study, data were gathered from 450 employees of top Gold Loan NBFCs in Tamilnadu State using
a stratified random selection method. Correlation analyses were used to create and test research
hypotheses. The findings show that job satisfaction is strongly correlated with performance
evaluation, extrinsic and intrinsic motivation, talent acquisition and selection, employee
engagement, and human resource development.

Introduction

The financial landscape of a nation is intricately woven with numerous interconnected threads,
each contributing to the overall economic fabric. Among these threads, non-banking financial
companies (NBFCs) have emerged as critical elements, playing a significant role in fostering
inclusive growth in the nation. Operating parallel to conventional banking institutions, these
entities offer a wide array of financial services, contributing significantly to the financial inclusion
agenda by reaching out to the unbanked and under-banked sections of society. Notably, in the
Indian state of Tamil Nadu, the presence and impact of these companies are widely
acknowledged, particularly in their ability to facilitate diverse loan-related activities such as gold
loans and advances, and their involvement in shares, bonds, debentures, leasing, hire-purchase
agreements, and the insurance industry.

At the heart of these NBFCs are their human resources - the employees who drive the operations
and services of these companies. These individuals are viewed as the bedrock of the business, and
their satisfaction is seen as pivotal to the overall performance and success of the organization.
However, this area of employee satisfaction within the realm of NBFCs has been relatively under-
explored, presenting a gap in the current body of knowledge. This gap becomes particularly

1864
https://seer-ufu-br.online



The Ciéncia & Engenharia - Science & Engineering Journal
ISSN: 0103-944X

Volume 11 Issue 1, 2023

pp: 1864-1875

significant when one considers the high attrition rates observed in the sector, hinting at potential
issues in human resource management and practices. Addressing this gap, the present research
aims to explore the intricacies of human resource practices within NBFCs in Tamil Nadu,
focusing specifically on their association with job satisfaction. By delving into the human
resource policies and practices employed by these companies, the study seeks to uncover the
mechanisms that potentially influence employee satisfaction. This is carried out with an
understanding that job satisfaction is a complex, multi-faceted construct, influenced by a range of
factors, both intrinsic and extrinsic.

Intrinsic factors, such as opportunities for personal growth, recognition, and job autonomy, have
been shown to significantly contribute to job satisfaction. Extrinsic factors, such as compensation,
job security, and working conditions, also play a considerable role. Furthermore, aspects such as
performance evaluation, talent acquisition and selection, employee engagement, and human
resource development emerge as critical elements in the human resource management landscape
that can significantly impact job satisfaction.

The focus on the NBFC sector in Tamil Nadu is significant. As one of the most industrialized
states in India, Tamil Nadu boasts a robust network of NBFCs, particularly gold loan companies,
making it an ideal setting for the study. Furthermore, understanding job satisfaction in this context
can provide valuable insights for other regions and sectors, contributing to the broader discourse
on human resource management and job satisfaction.

Through this research, we aim to offer insights into the world of human resource practices within
NBFCs and their association with job satisfaction. The findings from this study will not only
contribute to academic discourse but also provide practical recommendations for human resource
practitioners and policymakers in the sector. By uncovering the factors that contribute to job
satisfaction, organizations can work towards enhancing their human resource practices, ultimately
leading to improved employee satisfaction, reduced attrition rates, and enhanced organizational
performance.

Thus, this study stands as a significant endeavor to understand and navigate the human resource
practices within Tamil Nadu's NBFCs, offering valuable insights into the complex dynamics of
job satisfaction. It is a journey into the intricacies of human resource management within the
financial sector, a quest to uncover the keys to employee satisfaction.

1.2 Statement Of The Problem

The rapid evolution of the Indian Non-Banking Financial Industry has brought about significant
transformations, particularly in diminishing the role of human interventions. The focus is now
increasingly on leveraging advanced technologies to streamline work processes, update work
norms, and enhance both technical and managerial skills. This shift demands an agile workforce
capable of adapting to the rapidly changing dynamics of both the manufacturing and service
sectors. To ensure customer-centric services, cost efficiency, and overall performance
enhancement, NBFCs are making substantial investments in digitizing their operations and
prioritizing human resource management and development as key drivers for job satisfaction.

The urgency for robust and effective human resource management strategies and practices,
coupled with personal development initiatives, is palpably felt across all levels of the
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organization. As business expansion unfolds, human resource practices are transforming, with
larger NBFCs leading the way in adopting superior practices, while smaller ones are striving to
keep pace. However, a pressing issue facing most NBFCs is the high attrition rates observed,
particularly at the field level, extending even to supervisory and higher official levels within larger
NBFCs. This issue is attributed to various factors including, but not limited to, transfer and
posting policies, perceived lack of career progression opportunities, and overall job security.
Moreover, the absence of optimal human resource practices stands as a significant challenge for
NBFCs in the contemporary era. The need to address these issues is paramount to ensure
employee satisfaction, talent retention, and ultimately, the sustained growth and success of these
financial institutions. Therefore, this research aims to delve into these pressing concerns,
providing insights and potential solutions to enhance human resource practices and job
satisfaction within the NBFC sector in Tamil Nadu.

This study employs a descriptive research design, utilizing data collected from 450 employees of
top Gold Loan NBFCs in Tamil Nadu. The selection of respondents was carried out using a
stratified random sampling method, ensuring a balanced representation of the diverse employee
population within these companies. The research hypotheses were formed and tested using
correlation analyses, providing a robust statistical foundation for the study.

1.3 Research Objectives
The study aims to achieve the following objectives:

1. To explore and comprehend the human resource strategies and procedures implemented by the
NBFCs, specifically focusing on those operating within Tamil Nadu.

2. To discern the significant correlations between the diverse human resource practices and policies
employed by the NBFCs and the degree of job satisfaction experienced by their employees.

2.0 Literature Review

Understanding the human resource practices in the non-banking financial sector and their impact
on job satisfaction requires a comprehensive review of the existing literature. Several studies have
explored these aspects in various contexts, providing valuable insights that form the foundation
for the current study.

Human resource practices in NBFCS:

A considerable body of literature has examined human resource practices in the financial sector.
Dhar (2012) noted that human resources are the backbone of any organization, particularly in the
financial sector, where the employees' skills and abilities significantly impact the company's
performance. In the context of NBFCs, Singh & Kohli (2015) found that effective HR practices
play a crucial role in employee retention and job satisfaction. These practices range from
recruitment and selection, training and development, and performance appraisal, to compensation
and benefits.

Job satisfaction in financial sector:
The concept of job satisfaction has been widely studied in various sectors, including the financial
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industry. Locke (1976) defined job satisfaction as "a pleasurable or positive emotional state
resulting from the appraisal of one's job or job experiences". In the context of NBFCs, it has been
suggested that various factors influence job satisfaction, including performance evaluation,
extrinsic and intrinsic motivation, talent acquisition and selection, employee engagement, and
human resource development (Ali & Ahmed, 2009).

Relationship between HR Practices and Job Satisfaction:

Several studies have identified a significant relationship between HR practices and job
satisfaction. For instance, Huselid (1995) highlighted the impact of high-performance work
practices on job satisfaction and organizational performance. Similarly, Kehoe & Wright (2013)
found that HR practices focused on skill enhancement, motivation, and opportunity significantly
influenced job satisfaction and employee performance.

Nbfcs in tamil nadu:

Tamil Nadu, one of the most industrialized states in India, has a robust network of NBFCs,
particularly gold loan companies. Literature on the sector in this region is relatively scarce,
highlighting the need for more focused studies like the present one.

This brief review of the literature underscores the importance of human resource practices in
NBFCs and their impact on job satisfaction. However, the specific context of NBFCs in Tamil
Nadu remains under-studied, signaling a gap that the current study seeks to address. By exploring
the human resource practices in these companies and their relationship with job satisfaction, this
study aims to contribute to the existing body of knowledge on the subject.

Tansley (2011) aimed to establish a universal meaning of talent. He stressed the importance of
talent and the need for consultants to manage talent. How organizational talent is defined for
talent management purposes is a tricky issue, with no consensus in practice as to what such talent
is. Some argue that companies don’t even know how to define talent let alone how to manage it
According to Guay et al. (2010), motivation refers to the reasons underlying behavior. Broussard
and Garrison (2004) broadly define motivation as the attribute that moves us to do or not to do
something.

Rizvi (2011) expressed with citations that greater attention is paid to training-related aspects
because of the rapid development of the human development theory. According to Armstrong
(2001), training is the systematic development of the knowledge, skills, and attitudes required by
an individual to perform adequately a given task or job.

According to Costello, (2006), talent acquisition is described as the set of activities and processes
used to legally obtain a sufficient number of qualified people at the right place and time so that the
people and the organization can select each other in their own best short along-term interests.

Jovanovic (2004) said talent acquisition is a process of attracting a pool of high-quality
applicants so as to select the best among them. For this reason, top-performing companies devoted
considerable resources and energy to creating high-quality selection systems.
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In conclusion, after the review of the literature, the following factors have been selected for this
study as HR practices of non-banking financial companies affecting employee job satisfaction;

Performance Appraisal

Extrinsic and intrinsic motivation
Talent acquisition and Selection
Training and Development

Best Employee Engagement Practices

2.1 Hypotheses

H1: There exists a significant relationship between annual and midterm performance appraisal
practices within the organization and job satisfaction.

H2: Extrinsic and intrinsic motivation practices within the organization have a significant
correlation with job satisfaction.

H3: Optimal employee engagement practices within the organization are significantly linked to
job satisfaction.

H4: Talent acquisition and selection practices within the organization bear a significant
relationship to job satisfaction.

H5: Human resource Development practices in the organization are significantly related to Job
Satisfaction.

3.01 Research Methodology

This study employs a quantitative research design, utilizing correlation techniques to ascertain the
direct relationships between various HR practices employed by NBFCs in Tamil Nadu, such as
performance appraisal, extrinsic and intrinsic motivation practices, employee engagement, talent
acquisition and selection, and HRD practice, and their impact on employee job satisfaction.

The research leverages both primary and secondary data sources. Primary data on HR practices
were collected directly from NBFCs operating in Tamil Nadu. Secondary data were gleaned from
diverse resources such as annual reports, research reports, and various internet sources.

Data collection was facilitated through the use of a questionnaire, which comprised both open-
ended and closed-ended questions to solicit comprehensive information from the selected
respondents. Respondents were requested to rate each item using a Likert scale. The questionnaire
was designed with the aim of understanding the employees' perspectives on the HR practices in
their respective organizations and their correlation with job satisfaction.

The scope of the study was confined to Tamil Nadu State, with data collected from 450 employees
working in leading Gold Loan NBFCs such as Koshamattam Finance, Manappuram Finance
Limited, and Muthoot Fincorp. These employees were selected using a stratified random sampling
method to ensure a representative sample from the entire employee population within these
organizations. The total population for the study was 9000 employees. Of the 600 questionnaires
distributed, 450 were returned duly completed, forming the data set for the study
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3.02 Results And Discussion
H1: Annul and Midterm Performance Appraisal practices in the organization are
significantly related to Job Satisfaction.

Table 3.1: The Relationship between Annul and Midterm Performance Appraisal and Job
Satisfaction Correlations

Performance
Appraisal  |Job Satisfaction

Performance Appraisal Pearson Correlation 1 669"
Sig. (2-tailed) .000

N 450 450

Job Satisfaction Pearson Correlation 669" 1
Sig. (2-tailed) .000
N 450 450

**_ Correlation is significant at the 0.01 level (2-tailed).

Table 3.1 above displays the correlation coefficients between job satisfaction and performance
appraisal. As can be inferred from the table, there is a positive correlation between performance
appraisal and job satisfaction, as the Pearson Correlation value, r = .669, is statistically significant
(p <.01).

This finding substantiates the notion that performance appraisal practices within an organization
significantly relate to job satisfaction, leading to the acceptance of the alternative hypothesis. In
essence, this suggests that effective and regular performance appraisal practices within an
organization can potentially enhance the job satisfaction levels of employees.

To provide additional insight, the strong positive correlation indicates that employees who
perceive their performance appraisal as fair and constructive tend to report higher levels of job
satisfaction. This might be due to the feeling of being acknowledged and valued by the
organization, which in turn may improve their overall job satisfaction. Regular and
comprehensive performance appraisals could also provide employees with a clear understanding
of their roles and responsibilities, as well as their career progression, further contributing to
increased job satisfaction. Therefore, NBFCs may benefit from investing in robust and fair
performance appraisal systems as a strategy to boost employee job satisfaction.
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3.02 H2: Extrinsic and Intrinsic motivation Practices in the organization are significantly
related to Job Satisfaction

Table 3.2: The Relationship between Extrinsic and intrinsic motivation and Job Satisfaction
Correlations

Extrinsic
and intrinsic
motivation |Job Satisfaction
Extrinsic |Pearson Correlation Sig. (2- 1 5377
intrinsic tailed) .000
motivation N 450 450
Job Satisfaction  Pearson Correlation 537 1
Sig. (2-tailed) .000
N 450 450

**_Correlation is significant at the 0.01 level (2-tailed).

Table 3.2 above demonstrates the correlation coefficients between job satisfaction and both
extrinsic and intrinsic motivation. As indicated by the Pearson Correlation value of r = .537,
which is statistically significant (p < .01), there is a positive relationship between these variables.
This analysis confirms that practices related to extrinsic and intrinsic motivation within an
organization significantly correlate with job satisfaction, leading to the acceptance of the
alternative hypothesis.

Delving deeper into these findings, the strong positive correlation suggests that employees who
feel both extrinsically and intrinsically motivated at work tend to experience higher levels of job
satisfaction. Extrinsic motivation, which encompasses rewards such as salary, bonuses, and
promotions, when perceived as fair and sufficient, likely contributes to an employee's contentment
with their job.

Similarly, intrinsic motivation, which involves deriving satisfaction from the work itself and
personal growth, also plays a significant role in job satisfaction. When employees find their work
meaningful, challenging, and fulfilling, they are likely to be more satisfied. In addition, the
opportunity for skill development and personal growth can lead to increased job satisfaction.

In conclusion, these findings underscore the importance of both extrinsic and intrinsic motivation
practices in fostering job satisfaction among employees in NBFCs. Organizations should consider
strategies that cater to both forms of motivation to enhance overall job satisfaction.
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3.03 The Best Employee Engagement practices in the organization are significantly related
to Job Satisfaction
Table 3.3: The Relationship between Employee Engagement and Job Satisfaction Correlations

Employee
Engagement | Job Satisfaction
Employee Engagement Pearson Correlation 1 495"
Sig. (2-tailed) .000
N 450 450
Job Satisfaction Pearson Correlation 495 1
Sig. (2-tailed) .000
N 450 450

**_Correlation is significant at the 0.01 level (2-tailed).

Table 3.3 above presents the correlation coefficients between job satisfaction and employee
engagement practices. It can be observed from the Pearson Correlation value (r = .495) that there
is a positive correlation between these variables, which is statistically significant (p < .01).This
finding substantiates the claim that effective employee engagement practices within an
organization significantly correlate with job satisfaction, leading to the acceptance of the
alternative hypothesis.

Offering a deeper understanding of these results, the positive correlation suggests that when
employees feel engaged in their roles and connected to their organization, they are likely to
experience higher job satisfaction. Engagement can be cultivated through various practices such
as clear communication, providing opportunities for professional growth, recognizing and
appreciating employee contributions, and fostering a positive and inclusive work environment.
Employee engagement practices not only influence job satisfaction but also impact other key
outcomes such as productivity and employee retention. Engaged employees tend to be more
productive, loyal, and committed to the organization, which in turn can contribute to the overall
success of the company.

Therefore, these findings stress the importance of implementing robust employee engagement
strategies in NBFCs to enhance overall job satisfaction, productivity, and retention rates.

1871
https://seer-ufu-br.online



The Ciéncia & Engenharia - Science & Engineering Journal
ISSN: 0103-944X

Volume 11 Issue 1, 2023

pp: 1864-1875

3.04 H4: Talent acquisition and Selection practices in the organization are significantly
related to Job Satisfaction

Table 3.4: The Relationship between Talent Acquisition and Selection and Job
Satisfaction Correlations

Talent
Acquisition Job
and Selection | Satisfaction
Talent Acquisition and Pearson Correlation 1 676"
Selection Sig. (2-tailed) .000
N 450 450
Job Satisfaction Pearson Correlation 676" 1
Sig. (2-tailed) .000
N 450 450

**_Correlation is significant at the 0.01 level (2-tailed).

Table 3.4 delineates the correlation coefficients between job satisfaction and talent acquisition and
selection practices. The Pearson Correlation value of r = .676, which is statistically significant (p
< .01), establishes a positive correlation between these variables.

This evidence corroborates that efficient talent acquisition and selection practices within an
organization significantly correlate with job satisfaction, thus accepting the alternative hypothesis.
In brief, these findings indicate that employees who perceive the organization's talent acquisition
and selection processes as fair, transparent, and well-organized tend to experience higher job
satisfaction. The hiring process can significantly influence an employee’s first impressions of the
organization. Therefore, a well-structured and unbiased selection process can foster job
satisfaction from the onset, contributing to a positive work experience. Furthermore, when
employees perceive that their organization values and invests in talent, it can enhance their overall
job satisfaction. These findings underline the importance of sound talent acquisition and selection
practices in promoting job satisfaction within NBFCs.

3.05 H5: Human resource Development practices in the organization are significantly
related to Job Satisfaction
Table 3.5 : The Relationship between Human Resource Development Practices and Job
Satisfaction
Correlations

Human
resource Job
development | Satisfaction
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*%

Human resource|Pearson Correlation 1 .706
development Sig. (2-tailed) .000
N 450 450
Job Satisfaction Pearson Correlation .706™ 1
Sig. (2-tailed) .000
N 450 450

**_Correlation is significant at the 0.01 level (2-tailed

Table 3.5 conveys the correlation coefficients between job satisfaction and Human Resource
Development practices. The Pearson Correlation value of r = .706, which is statistically
significant (p < .01), underscores a positive correlation between these variables.

This evidence substantiates that effective Human Resource Development practices in an
organization significantly correlate with job satisfaction, leading to the acceptance of the
alternative hypothesis.

In short, these results imply that job satisfaction is highly influenced by the organization's
commitment to Human Resource Development. Employees tend to be more satisfied in
environments that prioritize their growth and development, offering opportunities for continuous
learning and advancement. Effective HR development practices, such as training, mentorship
programs, and career development initiatives, not only enhance employees' skills and
competencies but also foster a sense of value and belonging, thereby elevating job satisfaction.
These insights highlight the importance of investing in robust Human Resource Development
strategies for fostering job satisfaction and ultimately, driving organizational success in NBFCs.

4.0 Conclusion

In conclusion, this study illuminates the pivotal role of Human Resource practices in shaping job
satisfaction among employees in Tamil Nadu's Non-Banking Financial Companies (NBFCs). The
findings establish significant correlations between job satisfaction and various HR practices such
as performance appraisal, extrinsic and intrinsic motivation, employee engagement, talent
acquisition and selection, and Human Resource Development.

The strong positive correlation between performance appraisal and job satisfaction underscores
the importance of fair, transparent, and consistent appraisal systems. Employees who perceive
their performance is recognized and rewarded exhibit higher levels of job satisfaction.

Similarly, both extrinsic and intrinsic motivational practices have a significant impact on job
satisfaction. When employees feel motivated both by tangible rewards and the inherent
satisfaction derived from their work, their level of job satisfaction tends to rise.

Employee engagement practices also bear a strong relationship with job satisfaction. Engaging
employees in meaningful ways contributes to a sense of belonging and commitment, enhancing
their overall satisfaction levels.

Talent acquisition and selection practices were found to significantly influence job satisfaction.
Employees' initial experiences with the organization during the hiring process can set the tone for
their overall job satisfaction. Fair and transparent hiring practices are vital for fostering positive
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impressions of the organization.

Finally, the study highlights the importance of robust Human Resource Development practices.
When employees see opportunities for growth and continuous learning within their organization,
they are more likely to be satisfied with their jobs.

In summary, this research emphasizes the central role of effective Human Resource practices in
promoting job satisfaction. Therefore, NBFCs should invest in developing and implementing
robust HR policies and practices to enhance job satisfaction, which can in turn lead to improved
employee performance, reduced turnover, and ultimately, organizational success.

4.01 Limitations

This study's findings, while valuable, are inherently subjective and may not be universally
applicable due to the diversity in human resource practices across different organizations and
regions. Moreover, the limitations inherent to the survey method, such as potential bias in
responses and the inability to capture the full complexity of HR practices, are applicable to this
research as well.

Furthermore, the sample size, although substantial, only represents approximately 10% of the
defined population. This fact might limit the breadth of the insights and the ability to fully
generalize the findings to the entire population of employees in Tamil Nadu's NBFCs.
Additionally, the data collected relies heavily on the personal views and opinions of the
respondents. This dependence on self-reported data could potentially introduce bias, as
respondents’ perceptions and experiences may vary widely and are influenced by individual
factors beyond the scope of this study. Thus, these findings should be interpreted and applied with
due consideration of these limitations.
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