IMPACT OF HUMAN RESOURCE MANAGEMENT PRACTICES
ON EMPLOYEES' PERFORMANCE IN NEPALESE
COMMERCIAL BANKS

A Dissertation submitted to the Office of the Dean, Faculty of Management in
partial fulfillment of the requirements for the Master’s Degree

By
Laxmi Kumari Sharma
Campus Roll No: 4029/075
T.U Reg. No: 7-3-39-1315-2018
Exam Symbol No: 13513/19
Shanker Dev Campus

Kathmandu Nepal,
June, 2024

viii



CERTIFICATION OF AUTHORSHIP

I hereby declare that the work reported in this thesis entitled “Impact of Human
Resource Management Practices on Employees' Performance in Nepalese
Commercial Banks” has been submitted to office of the Dean, faculty of
management, Tribhuvan University is my original work done in the form of partial
fulfillment of the requirement for the Degree of Master in Business Studies (MBS)
under the supervision and guidance of Asso. Prof. Dr. Kapil Khanal, Shanker Dev

Campus.

Laxmi Kumari Sharma

Date:



REPORT OF RESEARCH COMMITTEE

Ms. Laxmi Kumari Sharma has defended research proposal entitled "Impact of
Human Resource Management Practices on Employees' Performance in
Nepalese Commercial Banks" successfully. The research committee has registered
the dissertation for further progress. It is recommended to carry out the work as per
suggestion and guidelines of supervisor Asso. Prof. Dr. Kapil Khanal submit the thesis

for evaluation and viva-voce examination.

Dissertation Proposal Defended Date:

Asso. Prof. Dr. Kapil Khanal

Dissertation Supervisor

Dissertation Submitted Date:

Dissertation Viva-voce Date:

Asso. Prof. Dr. Sajeeb Kumar Shrestha | ..o,
Research Department

viii



APPROVAL SHEET

We, the undersigned, have examined the thesis entitled "Impact of Human Resource
Management Practices on Employees' Performance in Nepalese Commercial
Banks" presented Laxmi Kumari Sharma Candidate for the degree of Master of
Business Studies (MBS Semester) and conducted the Viva voce examination of the

candidate. We hereby certify that the thesis is worthy of acceptance.

Asso. Prof. Dr. Kapil Khanal

Dissertation Supervisor

Asso. Prof. Dr. Sajeeb Kumar Shrestha
Chairperson, Research Committee

Asso. Prof. Dr. Krishna Prasad Acharya
Campus Chief



ACKNOWLEDGEMENT

I would like to forward my deepest gratitude to Asso. Prof. Dr. Kapil Khanal who
supported me with his in valuable scholarly supervision, constructive comments and

suggestions that allow me to furnish this thesis report in this final format.

I would like to pay my sincere thanks to Head of Research and other respected
teachers of Shanker Dev Campus and all the staff of this college for their help in

providing me various kinds of suggestions, information, and comments.

It is the matter of my immense pleasure to express my deep sense of gratitude and
heartfelt respect to my parents for their affection, inspiration and incredible support to

precede my academic career.

Researcher

Laxmi Kumari Sharma



TABLE OF CONTENTS

Certification of Authorship ii
Report of Research Committee

Error! Bookmark not defined.

Approval Sheet

Error! Bookmark not defined.ii

Acknowledgement i4
List Table of Content vii
List of Table Viii
Abbreviations Viii
Abstract

iError! Bookmark not defined.

CHAPTER ...ttt Error! Bookmark not defined.
INTRODUCTION ....oooiiiiiiiiiiiiiiiinin e Error! Bookmark not defined.
1.1 Background of the study .........ccccevvniniiniiiinnceee Error! Bookmark not defined.
1.2 Problem desCription .........ccccvervreenineniieseseene e Error! Bookmark not defined.
1.3 Objective of the Study ......cocvvvviriieiieiieiieee e Error! Bookmark not defined.
1.4 Rational of the study ..........ccociiiiiiiii Error! Bookmark not defined.
1.5 Limitations of the study ........c.ccocveviniiiiiiiiicece Error! Bookmark not defined.
CHAPTER-IT ... Error! Bookmark not defined.
LITERATURE REVIEW .....ccoooiiiiiiiiiieie Error! Bookmark not defined.
2.1 Theoretical literature REVIEW.........cccevvriiiininieiennne Error! Bookmark not defined.
2.2 Empirical REVIEW.......cocoviiiiiiiiic e Error! Bookmark not defined.
2.1.1 Impact of HRM practices on employee performance............. Error! Bookmark not
defined.
2.1.2 Review of literature on compensation .................... Error! Bookmark not defined.
2.1.3 Review of literature on performance appraisal ....... Error! Bookmark not defined.

2.1.4 Review of literature on recruitment and selection .. Error! Bookmark not defined.

2.1.5 Review of literature on training and development.. Error! Bookmark not defined.

2.1.6 Review of literature on Career Planning................. Error! Bookmark not defined.
2.1.7 Review of Nepalese literature ............ccocervrvecrennns Error! Bookmark not defined.

2.3 Concluding remarks .........cccoovvvrevrinecnneeneneeeee Error! Bookmark not defined.
2.4 Research gap .......ccooveveiiiieiiiese e Error! Bookmark not defined.
CHAPTER-IIIL ..ot Error! Bookmark not defined.



RESEARCH METHODOLOGY ... Error! Bookmark not defined.

3.1 Research design .....c.cocvvvviieninieiiiece e Error! Bookmark not defined.
3.2 Population and Sample .........cccorverinenieneneene e Error! Bookmark not defined.
3.3 Nature and sources of data.........ccccoveveeniininniieiecnenn Error! Bookmark not defined.
3.4 Instrument of data collection ...........ccccevveiriiriiiieeneenn Error! Bookmark not defined.
3.5 Method of data analysis .........ccoeverirerienineeneseeeeee Error! Bookmark not defined.
3.6 Research framework ..........ccoceviiiiiiiiniie Error! Bookmark not defined.
3.7 Variable definition and specification............cccevevveiiinnns Error! Bookmark not defined.
CHAPTER-IV .. Error! Bookmark not defined.
RESULTS AND DISCUSSION.......cooiiiiiiiieieeniee e Error! Bookmark not defined.
4.1 ReSUILS...eviiiiiiicieeee e Error! Bookmark not defined.
4.1.1 Demographic Profile of Respondents..................... Error! Bookmark not defined.

4.2 Descriptive Statistics Analysis of Performance Factors. Error! Bookmark not defined.
4.1.3 Correlation ........cccceereeiierie e Error! Bookmark not defined.

4.2 DISCUSSION ....cvviiitieiiesieesiee sttt siee e sreeseee Error! Bookmark not defined.
CHAPTER-V e Error! Bookmark not defined.
SUMMARY AND CONCLUSION ......ccoooviiiieiiieiieee e Error! Bookmark not defined.
5.1 SUMMATY ..o Error! Bookmark not defined.
5.2 CONCIUSION .evvvieiiieiic e Error! Bookmark not defined.
5.3 IMPIICALIONS ....veveeeisieeiie e Error! Bookmark not defined.
REFERENCES ... Error! Bookmark not defined.



LIST OF TABLES

S.N. Title

Table 1: Summary of empirical review
Table 2: Gender Profile of the Respondents
Table 3: Descriptive Statistics of Tangibility
Table 4: Correalation analysis

Table 5: Regression Model Summary

Table 6: ANOVA

Table 7: Regression coefticient

viii

Page No.

26
42
45
46
48
48

49



ABBREVIATIONS

ANOVA : Analysis of Variance

CS : Customer Satisfaction

e.g. : Example

Etal. : And Others

Etc. : Bt Cetera

Fls : Financial Institutions

HRM : Human Resource Management
e : That Is

MBS : Master of Business Studies

n: : Number of Respondents
NIMB : Nepal Investment Bank

NRB : Nepal Rastra Bank

r. : Regression

SBI : State Bank of India

SD. : Standard Deviation

SE. : Standard Error

SPSS : Statistical Package for Social Science Software



ABSTRACT

Human resource is considered to be the center of all development processes of economy
however; today’s competitive business scenario is deteriorating social conditions of human
resources, hence causing employees performance. Therefore, this study tries to clear on the
importance of human resource management on employee’s performance so as to achieve
organizational goal and the competitive advantages. Human resource management practices

play the significant role on employee’s performance in an organization.

The major objective of this study is to examine the impact of human resource management
practices on employee’s performance in Nepalese commercial banks. The specific objectives
of the study are concerned with the analyzing the impact of compensation, performance
appraisal, training and development, recruitment and selection and career are planning on
employee’s performance in Nepalese commercial banks; determining the most influencing
factors of HRM practices that affects employee performance in Nepalese commercial banks,
examining the relationship between HRM practices and employee’s performance in Nepalese
commercial banks and assessing the perception of employees on compensation, performance
appraisal, training and development, recruitment and selection and career are planning in

Nepalese commercial banks.

This study is based on primary data of the respondents of Nepalese commercial banks with
400 observations. To achieve the purpose of the study, structured questionnaire is prepared.
The questionnaires were multiple choice, ranking scale. Likert scale and other demographic
information were used to collect primary data. The Likert scale on different variables like
compensation, performance appraisal, training and development, selection and recruitment
and career planning measured in 5-point Likert scale and weighted mean value of each
variable were used to examine the relationship between dependent and independent variables

as for the study purpose.

The major conclusion of the study shows that compensation, performance appraisal, training
and development, selection and recruitment and career planning have positive impact on
employee performance. In addition, the most influencing factor affecting the employee

performance in Nepalese commercial banks is compensation.



CHAPTER-I
INTRODUCTION

1.1 Background of the study

Human resources are valuable assets for various business organizations. In today's
scenario, behind the production of every product or service is human intelligence,
effort and labor time (labor time). Human Resource Management (HRM) is a strategic
and consistent approach to managing an organization's most valuable asset. That is,
the people who work there contribute individually and collectively to achieving the
goals (Armstrong, 2009). It is a human resource management practice as a set of
organizational activities aimed at managing human resource pools and ensuring that
these resources are used to achieve organizational goals (Tiwari & Saxena, 2012).
Human resource management is a term used to refer to those parts of organizational
activities related to recruiting, developing and managing employees (Wood & Wall,
2002). The field of modern human resource management has received much attention
for its potential impact on the survival and prosperity of organizations. There is an
evolving belief that organizations must acquire, develop, and manage world-class
human resource management capabilities and practices to survive and compete in

today's talent-based global economy (Darwish, 2013).

Human resource management (HRM) encompasses the process of analyzing and
addressing an organization's human resource requirements to align with strategic
goals (Pieper, 1990). Rashidi and Rahman (2012) emphasize that effective HRM
practices play a crucial role in enhancing key performance indicators by fostering
employee satisfaction, which in turn positively impacts customer satisfaction and
enhances the organization's reputation within the industry. Price (2004) defines HRM
as management's recognition of the pivotal role played by human resources in
sustaining enterprise success. Odden (2001) highlights the significant influence of
HRM on team performance and, consequently, on organizational outcomes. Notably,
HRM practices are fundamentally intertwined with various management functions,

making them pivotal to organizational success (Pudelko & Harzing, 2007).



Benson and Brown (2007) found that the most popular retention strategies reported by
human resource managers involved compensation. Wills (2000) showed that
compensation is considered the most important factor in attracting and retaining
employees. Similarly, Kinnear and Sutherland (2001) and Mertz and Griffeth (2004)
showed that factors such as competitive wages, good interpersonal relationships,
favorable work environment, and job security were cited by employees as key
motivational variables influencing organizational retention. . Cappelli (2000)
emphasized that employee benchmarking does not allow organizations to differentiate
themselves from competitors through rewards, thereby minimizing the impact of

financial rewards on employee retention.

According to Chu (2004), training aims to impart specific skills to employees or
correct deficiencies found in their performance. Husilid (1995) showed that human
resource development programs that take the form of training and development
improve employee performance, ultimately increasing employee productivity and
reducing employee dissatisfaction and turnover. Garavan et al (2003) showed that
organizations achieve their goals. You need trainable employees who can cope with
the rapidly changing business world. Similarly, Aruna and Anita (2015) found that the
training programs employees receive in their organizations have a significant impact
on their decisions to stay or leave that organization. Choo and Bowley (2007) showed
that training has a significant impact on employee career development, employer

branding, and employee turnover intentions.

The rapid growth of the banking sector has increased manifold the demand for
efficient and experienced human resources (Mizan et al., 2013). Therefore, sound
administrative policies, consistent HR practices, employee job satisfaction and
organizational commitment are essential to attract new talented employees and retain
existing talented employees (Ahmad & Schroeder 2003; Khera 2010; Mohammod
2004; Mizan, et al., 2013).

Lamba and Choudhay (2013) examined the impact of human resource management
practices on employees' commitment to achieving firm goals in a globally competitive

market. Research has shown that HR practices such as training, development, and



reward systems have a significant impact on organizational commitment, are
associated with superior organizational performance, and also help retain
knowledgeable and skilled employees. Human resource management techniques and
their effect on worker job satisfaction in Bangladesh's private banking industry were
discussed by Majumder & Hossain (2012). According to studies, the majority of
workers are not happy with their pay packages, which is followed by motivation and
rewards, professional development, training and advancement, management style, job

design, and duties.

Goyal and Shrivastava (2012) argued that appropriate HR practices in an organization
can increase employees' level of job satisfaction and strengthen their commitment to
the organization. Martin (2011) assessed the impact of human resource management
practices on job satisfaction, organizational commitment, and turnover intentions.
Human resource management practices include recruiting and hiring, compensation
and benefits, training and development, and supervision and evaluation. Research
results show that there is a significant relationship between perceptions of HR
practices and turnover intention, mediated by organizational commitment and job
satisfaction. Human resource planning (HRP) and training and development (TND)
have been found by Absar, et al. (2010) to have a favourable effect on job satisfaction
(JS).

Similarly, Gurbuz (2009) showed that participation, empowerment, job rotation, self-
managed work groups, and contingent rewards were positively related to employee
job satisfaction. Aswathappa (2008) argued that organizations must have sophisticated
human resource management plans to motivate their employees. Good workforce
planning can improve employee job satisfaction by providing employees with
opportunities to participate in career planning. There are a variety of retention
strategies, including compensation, training, promotions, and more. Organizations
have realized that they can achieve competitive advantage through a skilled
workforce. Some organizations focus on specialized training instead of general
training to make their employees unsuitable for competitors, while others believe that
employee skills and training are investments that can yield returns in the form of

employee retention and commitment (Sani, 2012). Employee retention and



commitment are based on appropriate training plans based on employeesa™ needs
and requirements (Anvari et al., 2010). Kyndt. et al. (2009) stated that training is a
very important factor that helps change the thinking process about employee turnover.
Training and development is recognized as a fundamental organizational strategy that
influences human capital growth and employee retention (Chen, 2014). Human capital
includes the invisible resources, time, effort, and abilities that employees invest in the
success of an organizationHuman capital, according to Gratton and Ghoshal (2003).

Consists of intellectual, social, and emotional capital.

Training and development activities are an organization's systematic efforts to
maintain and improve the quality of its workforce. Training and development is an
ongoing process that occurs within an organization, both inside and outside the
workplace, with the goal of improving productivity and customer service. Training is
one of the fundamental elements of improving and maintaining current job
performance, and the goal of development is to enhance employees' skills for future
or higher performance (Duah & Danso, 2017). In the context of Nepal, Bania (2004)
found that providing training and development opportunities to employees leads to
positive results in job performance, increased productivity, increased organizational
loyalty, and reduced employee turnover. The study also concluded that negative
consequences of career advancement opportunities include demanding higher wages,
additional incentives, and a tendency to quit the job. The above discussion shows that
research focusing on the impact of human resource management practices on
employee performance is more important. Therefore, this study focuses on the impact
of human resource management practices on the performance of employees of

commercial banks in Nepal.

1.2 Problem description

Today, banks face fierce competition in domestic and international markets, major
changes in the external and internal environment, and increasing demands from
stakeholders to achieve the goals, aspirations and interests required by banks to
provide the best services and innovations to their customers. Rowland, et al., 2017).
Katow and Budhwar (2007) showed that human resource management practices have

a significant impact on organizational performance. Similarly, Khan (2010) found that



there is a significant relationship between human resource management practices and
organizational performance. Similarly, Shahzad et al. (2008) concluded that there was
a positive relationship between reward and promotion practices and perceived
employee performance, while performance appraisal practices had no significant
correlation with perceived employee performance. Baloch et al. (2010) found that
reward, promotion, and performance appraisal had a positive effect on employee
performance. Mufid and Gulzar (2015) showed a positive relationship between HR
practices and employee performance. Ahmad et al. (2013) found that there is a
positive relationship between performance appraisal and employee performance and
motivation as a mediator has a positive effect on the relationship between
performance appraisal and employee performance. Shahzadi et al (2014) showed that
there is a significant and positive relationship between employee motivation and
employee performance. Dabale et al (2014) concluded that there is a positive
relationship between organizational culture, communication, and teamwork, which
provides benefits to employees' knowledge, skills, abilities, competencies, and
behavior. Additionally, Kerego and Mthupha (1997) stated that job satisfaction is an
evaluation of the organizational situation, whereas organizational climate provides a
description of the job context. One way to define job satisfaction is an employee's
attitude toward their work. Organizational behavior is greatly influenced by both
strong and weak cultures, but in a strong culture, everyone is aware of and committed

to achieving the company's objectives.

Ayanda, et al., (2014) conducted a study to examine how human resource
management methods affect banks' financial performance. Research shows that
selection, training, compensation, and employee engagement have a positive impact
on financial performance. Ademola (2017) stated that high-quality performance
evaluations lead to higher performance levels of employees or the organization as a
whole. On the other hand, failure to provide timely feedback is a problem with
performance evaluation systems. Many organizations are experiencing low
productivity due to ineffective evaluation systems. However, Abdullah et al (2009)
found that training and development, teamwork, workforce planning and performance
appraisal were positively correlated with business performance. Shepherd and Green

(2003) showed that training and development improve overall organizational



performance. Recruitment and selection criteria have a big influence on how well an
organization performs, as Huselid (1995) shown. Singh and Kasa (2016) pointed out
that human resource management practices such as recruitment and selection, training
and development, performance evaluation and reward systems are interrelated and

contribute positively to the perceived effectiveness of an organization.

Raaschde (2012) showed the positive and significant impact of recruitment and
selection, compensation and incentives on organizational performance. Osemeke
(2012) showed that effective recruitment and selection and effective performance
appraisal practices are positively associated with organizational effectiveness.
Shahzadi (2014) showed a significant and positive relationship between employee
motivation and performance. Hamed, et al. (2014) found that compensation practices
have a positive impact on employee performance, which in turn improves
organizational performance. Hassan et al. (2013) showed that there is a significant

relationship between HRM practices and career satisfaction.

Kweka and Sedoyeka (2014) stated that compensations and benefits, career
opportunities have a direct and strong impact on employee turnover. The study also
showed that there is a positive but not a strong correlation between employee
performances and career opportunities. Som (2008) examined the relationship
between innovative human resource management and employee performance. The
study found that there is positive relationship between employee job performance and
compensation practices. Newman (1947) found that there is not a significant

relationship between compensation and employee performance.

Sahu and Gupta (1999) examined the employee turnover in a software organization.

The study revealed that pay satisfaction, nature of work and career opportunities have
a significant negative relationship with employees’ intention to leave. The study also
showed that outside career opportunity, expectation reality match and length of
service were responsible for causing intention stay and quit among employee.
Employee satisfaction has been found to be positively related to the intent to remain
with the company (Light, 2004). Asiedu-Appiah et al. (2013) examined the

determinants of employee retention in 23 public organizations in Ghana. The study



revealed that most of the respondents believed that training and development is an
important factor in employee retention. The study also revealed that there is not a

significant relationship between money reward and employee retention.

According to Kumar and Santhosh (2014), training and development is found to be
the highest influence on employee retention. Rewards and compensations such as
pension benefits and access to fitness facilities were strong incentives to retain
employees Cummings et al. (2010) investigated how rewards and compensations
influenced the employees’ intention to remain employed in company. The study
concluded that there was a strong positive relationship between rewards,
compensation and employee's intention to leave or remain. Clark (2001) revealed that

employee satisfaction is positively related to employee performance.

Chalise (2019) examined the factors on retention of employees in Nepalese
commercial bank. The result showed a significant and positive relationship between
career opportunities. Similarly, Neupane (2016) determined the relationship between
job satisfaction and organizational performance among the employees from banking
sector in Nepal. The study indicated that there is a strong positive correlation between
organizational performance and job satisfaction amongst employees from banking
sector. Pandey (2020) suggested that decentralization and self-managed team,
information sharing and job security are the significant predictors of employee
satisfaction and selective hiring and compensation policy are the positive but
insignificant predictors of employee satisfaction. Pantha (2020) showed that the
majority of the employees are satisfied with the banking career as a profession with
different variations in the factors affecting their satisfaction level. Singh (2018)
examined the job satisfaction and its impact on turnover intention in insurance
industry in Nepal. The result of analysis showed that level of job satisfaction was
heavily influenced by demographic as well as organizational factors. Pathak (2018)
concluded that there is a significant relationship between the retention factors and

employees’ commitment in Nepalese commercial banks.

The above discussion reveals that there is no consistency in the findings of various

studies concerning impact of human resource management practices on employees'



performance. Therefore, in order to support one view or the other, this study has been

conducted. Hence, this study deals with impact of human resource management

practices on employees' performance in Nepalese commercial banks.

Is there any impact of compensation, performance appraisal, training and
development, recruitment and selection and career planning on employee
performance?

To what extent compensation, performance appraisal, training and
development, recruitment and selection and career planning affect
employee’s performance in Nepalese commercial banks?

What is the relationship of compensation, performance appraisal, training and
development, recruitment and selection and career planning with employee

performance?

1.3 Objective of the study

The major objective of this study is to examine the impact of human resource

management practices on employee’s performance in Nepalese commercial banks.

The specific objectives of the study are as follows:

To assess the relationship of compensation, performance appraisal, training
and development, recruitment and selection and career planning with
employee performance.

To examine the perception of employees on compensation, performance
appraisal, training and development, recruitment and selection and career
planning in Nepalese commercial banks.

To analyze the impact of compensation, performance appraisal, training and
development, recruitment and selection and career planning on employee’s

performance.

1.4 Rational of the study

Human resource management practices play the significant role on employee’s

performance in an organization. Regarding the impact of human resource

management practices on employee’s performance in commercial banks, various



studies have provided the different data on positive and negative impact of human
resource practices on employee’s performance. This study has also attempted to
explicate the issues to draw causal conclusion within this study and to provide
empirical data to explore some of these issues. Employee’s performance in an
organization differs by different perspectives. When there are changes in the
organizational surrounding environment, the adaptation to the changes becomes
crucial problem. According to the need of bank the HRM practices followed in an

organization impacts the employee’s performance.

The study is expected to add value to researchers and scholars as it will contribute to
the literature on the relationship between human resource practices and employee’s
performance of commercial banks in Nepal. It is hoped that the findings will be of
benefit to the various parties such as academicians, banks and financial institutions,
who may find useful research gaps that will stimulate interest in further research in

future. Recommendations are made on possible areas of future studies.

Human resource management is one of the most important yet underemphasized areas
in Nepalese commercial banks. Therefore, this study tries to clear on the importance
of human resource management on employee’s performance SO as to achieve
organizational goal and the competitive advantages. The study findings are expected
to benefit management and staff of banks who will gain insight into the importance of
Human resource practices and its effect on employee’s performance of banks.

The study analyzes the relation of different factors such as compensation,
performance appraisal, training and development, recruitment and selection and

career planning with performance of employee’s in Nepalese commercial banks.

1.5 Limitations of the study
Data problem is the main problem in conducting this kind of study in the context of
Nepal. Despite of the efforts made for arriving at meaningful conclusions from the
study, some limitations are considered in order to obtain reliable interpretation of the
results. The major limitations of the study are as follows:

1. The study is completely based on the primary sources of data regarding HRM

practices on employee’s performance in Nepalese commercial banks.
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Therefore, the reliability of conclusions of the study depends upon the
accuracy of information provided by the respondents.

2. The information collect through the respondents are assumed to be correct.
The data are collected through mail so it may not be reliable as the study
depends upon the information provided by the respondents.

3. The study focused only on commercial banks of Nepal. As HRM practices like
compensation, performance appraisal, recruitment and selection, training and
development and career planning differ between the diverse industries; the
conclusions drawn from this study might not be suitable for other
organizations.

4. The study is based on the assumptions of linear regression between dependent
and explanatory variable. The study excluded the non-linear regression
assumptions. Hence, the scope of this study is limited; all assumptions may
not be satisfied.

5. Total number of sample of observations of primary data only 165. Less sample

size might lead to the less significant result as expected.

This section deals with the operational definition of the variables that have been used
in this study. The study attempts to measure or investigate the impact of human
resource management practices on employee performance in Nepalese commercial
banks. The brief discussion on how these variables have been used or interpreted in

this study is as below:
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CHAPTER-II
LITERATURE REVIEW

2.1 Theoretical literature Review

The management of human resources is one of the fundamental skills needed for the
business to survive and grow. In the banking sector, competition was fierce at the
moment. Only fierce rivals can survive these sudden adjustments. Every person has
the capacity to accomplish amazing things, and in order for them to support
themselves in realizing, cultivating, and using their potential, the bank should give
them access to opportunities, evolving climates, and knowledge. This was only
achievable by implementing effective and efficient HR practices that would maximize
value and save costs for the company. The lack of qualified labor is the true obstacle
to operating a bank profitably and successfully. If the bank is to survive, significant
changes must be made to its HRM procedures. One of the main issues facing bank
administration is personnel management. It is anticipated that commercial banks
operating in Nepal will undertake the requisite measures to instill in their staff the
belief that recruiting, selection, training, development, and remuneration are critical to

improving their output and job satisfaction.

Organizational lifecycle theory

This is the first human resource management theory. Historians and academicians
have observed that organizations, just like that of living organism, have life cycle.
They born, they grow and develop, they reach maturity, they begin to decline and age,
and finally, in many cases, they die. Study of organizational life cycle has resulted in
various predictive models, which have been a subject of considerable academic
discussion, are linked to the study of organizational growth and development.
Organizations at any stage of the life cycle are impacted by external environment

circumstances as well as internal factors.

Strategy contingency theory:
This theory is based on two concepts ‘contingency’ and ‘strategy’. A contingency is a
need for different task of a subunit in an organization on which tasks of other subunits

create an effect. This contingency becomes strategic once other subunit starts
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controlling more contingencies and become powerful in an organization. As per
strategic, a leader become a central part of an organization due to their unique skills to

solve the biggest HR challenges which others are unable to solve.

General systems theory

A system is cohesive conglomeration of interrelated and interdependent parts which
can be natural or human made. Modeling a system's dynamics, limitations, and
conditions as well as clarifying concepts like aim, measure, techniques, and tools that
can be identified and used to other systems at every level of nesting and in a variety of
sectors to achieve optimal equality are the objectives of systems theory. It is quite

visible how it can be applied to HR and hence one of the widely spoken HR theories.

2.2 Empirical Review
This section includes review of related literature. This empirical literature is surveyed
into six categories that are review of literature according to variables. The literatures
found in terms of popular write-ups, reports, studies, articles were reviewed. Studies
in fact demonstrative the relationship between selected variables and employee
performance has been selected for review. In this section, a brief review of exciting
studies, pertinent to present study has been presented. The review of major literature
has been undertaken as under:

2.1.1 Review of literature on compensation

2.1.2 Review of literature on performance appraisal

2.1.3 Review of literature on recruitment and selection

2.1.4 Review of literature on training and development

2.1.5 Review of literature on career planning

2.1.6 Review of Nepalese literature

2.1.1 Impact of HRM practices on employee performance

Dhingra (2015) studied human resource management practices and their impact on
organizational performance in India. The study was based on primary data. The study
involved 50 respondents representing senior and mid-level workers from a variety of
industries and service sectors through a series of group discussions. The study focused

on group discussions with 25 senior and 25 mid-level employees from a variety of
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organizations in the manufacturing and service sectors. The study showed that there is
a significant positive and significant relationship between HR practices and
organizational performance, organizational culture, employee commitment and
performance, as well as work environment and company performance. HR had a
significant relationship with organizational performance. The study also found that
there is a positive statistical relationship between HRM practices and organizational
performance. However, it is important to keep in mind that organizational

performance can be influenced by many other factors other than HRM practices.

Hassan (2016) investigated the impact of human resource management practices on
employee performance in the Pakistani textile industry. The study was based on
primary data. The method of random sampling was employed to gather data for this
investigation. A 34-item questionnaire was given to 68 textile workers in order to
collect data. To test the relationship between HR practices and employee performance,
Pearson correlation statistics and regression analysis were applied to the data. Studies
have shown that HRM practices, compensation, career planning, performance
appraisal, training and employee engagement have a positive impact on employee
performance. The study also concluded that there is a significant relationship between
human resource management (HRM) practices (compensation, career planning,
performance appraisal, training, and employee engagement) and employee

performance.

Ashraf et al. (2018) evaluated the impact of HRM practices on employee performance
in the sports industry in Sialkot, Pakistan. The study was based on primary data. The
questionnaire was structured on a 5-point Likert scale ranging from a strongly
agree™ to 47strongly disagree™. The questionnaire was structured according to the
study variables. For our research analysis, we collected data using a random sample
and completed this questionnaire from 130 targeted suspects. Training has identified a
significant link between human resource management (HRM) practices
(compensation, training, employee engagement, and performance appraisal) and poor

employee performance.
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Raza and Ahmad (2019) studied human resource management practices in
commercial banks in Pakistan and their impact on employee satisfaction. The study
was based on primary data. Primary data was collected through personal meetings and
a comprehensive and systematic survey was compiled and soon sent to 150
commercial bank employees and 37 and 38 representatives of each association. Of the
150 specialists, 125 (83%) respondents received appropriate treatment. The study
includes queries on seven parts of human resource management practices, namely,
human resource management, working conditions, planning and progression,
compensation methodology, recruitment and decision making, performance review
and mechanical relationships. The study design was based on a 5-point Likert scale.
In this study, valid tools such as z-test, mean test, and degree test were used to
distinguish the satisfaction level of agents. Studies have shown that employees of

commercial banks in Pakistan are dissatisfied with their work environment.

2.1.2 Review of literature on compensation

Baledi (2017) evaluated the impact of compensation on improving employee
performance through job satisfaction in magazine newspapers. The study is based on
primary data obtained from 48 sample questions. This study used a sample size of 245
people. Data collected from responses to the research questionnaire were analyzed
and used path analysis using Statistical Package for the Social Sciences (SPSS) and
Amos version 5 for analysis and inference. Research results have shown that
compensation has a direct impact on employee performance and job satisfaction, and
that job satisfaction has a direct impact on employee productivity, while the impact of
compensation through job satisfaction on employees is negative. Therefore, this study
concludes that job satisfaction does not play a mediating role between employee

compensation and performance in Jordanian newspapers.

Darma (2017) analyzed the impact of compensation on employee satisfaction and
productivity in Telekomunikasi Indonesia. This study was conducted based on
primary data with 70 participants. In this study, a saturation sampling method was
used in which all members of the population were sampled. Data were analyzed using
Smart PLS version 2.0 M3 software. PLS analyzes two things: In order to know the

reliability and validity of the research variables, the external model or measurement
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model had to be evaluated first. There are three criteria for evaluating external
models: convergent validity, discriminant validity, and overall reliability. Second, the
internal model or structural model must be estimated. In order to determine the
relationship between the composition, significance value, and R-square of the
mediation hypothesis of the verified research model, the internal model or structural
model was verified using the procedure developed by Sobel. Studies have shown that
rewards in the form of wages, bonuses, benefits, travel and vacation programs have a

direct positive impact on employee productivity.

Ehsan (2018) studied the impact of performance appraisal, job planning and
compensation on employee performance in the telecommunication sector of Pakistan.
The study was based on primary data. 100 employees in the telecommunications
sector, including management and non-management, participated in this survey. The
survey questionnaire contains 22 items covering selected human resource
management practices and employee performance. Studies have shown that human
resource management practices, performance appraisal, compensation and job
planning have a significant positive relationship with employee performance. If
organizations in the telecommunications sector want to achieve higher levels of
employee productivity, they must focus on improving human resource management
practices, performance appraisal, compensation and work planning. Mohammad, et al
(2018) investigated the role of employee engagement in reward systems and
employee performance relationships among telecommunication service providers in
Bangladesh. The study was based on primary data. We surveyed 200 employees at a
telecommunications service provider in Bangladesh, collected their opinions, and
analyzed the relationship. IBM-SPSS-AMOS 25.0 was used to analyze data and test
hypotheses. This study found that employee engagement partially mediates the
relationship between reward systems and employee performance. The study also
found that reward systems have a significant positive impact on employee

productivity.

2.1.3 Review of literature on performance appraisal
Igbal, et al. (2013) examined the impact of performance appraisal on employee’s

performance involving the moderating role of motivation. The study was based on
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primary data. According to study, 150 numbers of employees were sample for simple
random sampling among the banks. Primary data were collected through standard
questionnaire. The questionnaire is the main source of collecting data. The study had
used Likert scale of fifth continuum from 1 to 5. For analyzing data, the study applied
correlation coefficient through IBM, SPSS and Amos Software. Results showed that
there is a positive relationship between performance appraisal and employee’s
performance. Motivation as a moderator positively affected the relationship between

performance appraisal and employee’s performance.

Singh, et al. (2013) analyzed the impact of performance appraisal on organizational
commitment of bank employees. The study was based on primary data. The study
investigated the impact of performance appraisal on the organizational commitment of
172 bank employees randomly selected from 10 public sector banks of Uttarakhand
state in India. Questionnaire consisted of 34 items measuring 5 dimensions of
performance appraisal namely, awareness of existing performance appraisal,
significance of existing performance appraisal, fairness in appraisal, views towards
rater & performance-based payment practices. Questionnaire on organizational
commitment was adopted consisted of 16 items measuring 2 dimensions of
organizational commitment namely affective commitment & continuance
commitment. This study used Likert scale. The internal reliability of the scale was
measured by Cronbach’s Alpha method. For the whole scale Cronbach’s alpha o =
0.915. The results of the study concluded that performance appraisal has a significant

and positive impact on the organizational commitment of employees.

Sajuyigbe, et al. (2017) examined the impact of performance appraisal on employee
performance in Nigerian telecommunication industry. Study was based on primary
data. Simple random sampling technique was employed to select two hundred and
sixty (260) respondents from the total population of one thousand three hundred
(1,300) employees of Nigeria. This scale was used to measure performance appraisal.
The scale was developed and validate. It is a Likert type scale anchored on 5-point
rating scale. Its response format ranges from “strongly agree” (5) to “strongly
disagree” (1). The performance appraisal scale consists of twelve (12) items with

reliability alpha coefficient of 0.912. The obtained results showed that the level of
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performance appraisal awareness is high among the staff and performance appraisal

system has significant impact on employee’s performance.

2.1.4 Review of literature on recruitment and selection

Sutanto et al. (2016) investigated the impact of recruitment, employee retention and
labor relations to employee performance on batik industry in solo city, Indonesia. The
study was based on primary data. The study was a quantitative research with
explanative method. The study used the explanative method to identify and examine
relationships between variables that can generalize that clarify the description near the
object of inquiry. This study used as a research object, namely recruitment, employee
retention, labor relations, and employee performance. Research subjects in this study
were employee in the production of batik industry in Solo, Central Java. The
population in this study is the production employee in the batik industry in Solo as
many as 715 people. The sample was determined using the formula slovin with error
5% amounting to 375 from each company, 172 and 203 people from a total population
of 715 employees from the production division of the two textile companies in batik
Solo. The study showed that recruitment processes at each of the batik industry in
Solo emphasized conformity engineering recruitment, significant impact towards the
employee retention of the company due to its high recruitment then automatically also
increases employee retention rate by these companies who want to maintain the
tremendous potential employee. The study showed that recruitment impact significant

against the labor relations between employees on the batik industry in Solo.

Oaya, et al. (2017) analyzed the impact of recruitment and selection strategy on
employees’ performance in Nigeria. The study was based on primary data. The study
was descriptive survey research design. The population of the study is the employees
of three selected multinational firms in Abuja and Lagos branches in Nigeria. Sample
technique was used to select a sample of 25 employees in each branch to make a total
of 50 employees selected from each multinational firm above for the study. In totality,
150 employees formed the sample of the study. Questionnaires were designed in a
five—point likert scale. The inferential statistics used is the one sample T-test. The
relationship between “recruitment and selection strategy” (which was measured by

employee referral method, the use of employment agency method and the use of host
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community member recruitment method) and dependent wvariable “employee
performance” (which was measured by employee commitment, employee
productivities and employee’s job efficiency). The study found that there is a
significant relationship between the use of employee referral recruitment method and
employee commitment. There was a significant relationship between the use of

employment agency method and employee productivities.

Selase (2018) examined the impact of recruitment and selection criteria on
organizational performance in Ghana. The study was based on primary data. This
study adopted survey research design and structured questionnaire was used to collect
data. The population covered six (6) main business branches of Ghana. The
respondents covered top, middle and lower positions workers in marketing and
operation sections of the bank. There are 3,756 full time employees at Ghana. It was
instructive to note that out of the 3,756 full time employees at Ghana, 1,315 (35%) of
employees are engaged in Greater Accra Region while the remainder are engaged in
rest of the country. Random sampling technique was used to select every element of
the population in the business branches. A total of sixteen (16) full staff and six (6)
contract staff were selected using correspondent serial number selected from the table
of random numbers. A total of one hundred and thirty-two (132) copies of
questionnaires were administered out of which one hundred and thirty (130) copies
were validly filled and returned. Data were analyzed using descriptive and inferential
statistics. Chi-square was used to test the relatedness of the hypothesis. The study
showed that there was a positive relationship between the breadth of enrolling,
determination test approval and the utilization of formal choice methodology,

organizations execution and firm benefits.

Bhosle (2020) assessed the impact of recruitment and selection strategy on
employees’ performance. The study was based on primary data. Primary data were
collected through survey method by distributing questionnaires to employees. The
questionnaires were carefully designed by considering the parameters from the study
with 25 employees. The study found that most of the employees were satisfied but

changes are required according to the changing scenario as recruitment process has a
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great impact on the working of the company as a fresh blood, new idea enters in the

company recruitment and selection strategy on employees’ performance.

2.1.5 Review of literature on training and development

Kum, et al. (2014) investigated the impact of training and development on employee
performance in ESCON consulting. The study was based on primary data. A random
sampling method was used to select participants for this study, which adopted a
quantitative approach. Accordingly, data was collected using a questionnaire. The
sample size aimed to have an appropriate number of respondents to participate in the
study. In this study, the population size comprises of 60 out of the 87 employees at
Eskom. This makes an outreach level of about 60% and we expect a more than 80%
response rate. The study was limited to employees of ESCON. Participants also
agreed that training helps employees to adapt to new developments. The study said

that, training helped to give positive impact on consulting.

Tahir, et al. (2014) examined the impact of training and development on employee’s
performance and productivity of United Bank Limited Peshawar City, KPK, and
Pakistan. The study was based on primary data. This study used quantitative
approach. Questionnaires were used as the survey instrument. The quantitative
research was that which tried to find answer to a question through analysis of
quantitative data. The study was consisting of 8 United Banks Limited in region
Peshawar over the whole region of Peshawar; therefore, eight banks were selected for
the research study. To achieve the objectives of the research 80 questionnaires were
distributed among the employees of these eight branches of UBL where 76
questionnaires were given. The response rate was 95%. The questionnaire was
designed on Likert 5. To test the impact of the variables the data were analyzed
through SPSS. Data collected from 76 respondents through questionnaires. After
applying the linear regression on the collected data to check the cause and effect
relationship between the training and development (independent variable) and
employee’s performance and productivity (dependent variable) the above-mentioned
result has been drawn. Organizations efficiency would be increased. This study found
that there is a positive relationship of training and development with employees’

performance and productivity.
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Asfaw, et al. (2015) analyzed the impact of training and development on employee
performance and effectiveness in Ethiopia. The study was based on primary data. The
sample size was 100, which was allocated to each profession and specialties using
probability proportional to size. District five administration offices were selected with
purposive sampling method. Study participants were selected using simple random
sampling techniques after employing the payroll as sampling frame, with sampling
interval (k) of 2. A questionnaire was administered to the various groups of
employees of the organizations. A total of 100 questionnaires were administered in
the form of one to one interviewer by trained data collector. The analysis was done
using Statistical Package for Social Sciences (SPSS IBM Version 20). The study
showed the frequency distribution and percentages, which was used to determine the
proportion of respondents choosing the various responses. Tables, charts and graphs
were used to ensure easy understanding of the analyses. Pearson correlation and linear
regression statistical model were used to identify the causal relationship with
dependent and independent variables. Bivariate analyses were employed to identify
all the possible correlations for the dependent variable. And multivariable analysis
was used to control the confounding factors in the process of identifying the real
predictor variables. To claim statistical significance tests, the cut-off value set is P <
0.05. The study showed that better training has a positive impact on employee

performance.

Younas, et al. (2018) examined the impact of training and development on employee
performance. The study was based on primary data. 500 questionnaires were used as
respondents. SPSS-16 was used for the analysis purpose. Results showed that there is
a significant positive relationship between training, development and employee
performance. Development lead to better employee performance and training and

development both affect employee performance in a positive sense.

2.1.6 Review of literature on Career Planning

Pasaribu (2014) explored the effect of organizational culture on career planning and
its impact to work motivation and employee's performance. The study was based on
primary data. This study used a descriptive-explanatory survey method with the

sample size of 367 employees selected using stratified random sampling technique
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from the target population of 4409 employees. Through the effect model of path
analysis which consists of causal relationship between variables, it was found that
organization culture is low, career planning is planned well, while work motivation
and employee performance are low. The study also revealed that the organization
culture influenced positively by career planning, career planning influenced positively
by work motivation and employee performance, and finally organization culture
influenced positively by work motivation and employee performance, both directly

and indirectly through career planning.

Dialoke et al. (2017) conducted a study examining the impact of career growth on the
performance of non-academic staff at Michael Okpara University of Agriculture in
Nigeria. The research relied on primary data collection methods, utilizing three
sections within the questionnaire. Section A focused on gathering the socio-economic
characteristics of the respondents, while sections B and C were dedicated to
addressing the specific objectives of the study. In instances where the questionnaire
did not cover the required information, interviews were conducted using
predetermined questions. Additionally, secondary data were sourced from various
materials, such as textbooks, journals, magazines, and relevant internet sources. This
comprehensive approach facilitated a thorough investigation into the relationship
between career growth and employee performance among non-academic staff at the
university. The population of the study consists of all the non-academic staff of the
university which numbered two thousand six hundred and thirty (2630) employees.
The study adopted simple random sampling techniques. Pearson product moment
correlation analysis was used to analyze the two objectives raised by the study with
the aid of Statistical Packages for Social Sciences (SPSS) version 20. Out of the 346
questionnaires distributed, 300 were adequately completed and returned, serving as
the dataset for analysis. Within this dataset, the study uncovered a positive correlation
between career advancement and motivation. This suggests that as individuals
perceive opportunities for career progression or advancement within their
organization, their motivation levels tend to increase. This finding underscores the
significance of providing employees with clear pathways for professional growth and

development in fostering higher levels of motivation within the workforce.
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Salleh et al. (2020) conducted a study to investigate the influence of career planning
and career satisfaction on employees’ turnover intention. The research was based on
primary data collected through a multi-method approach. Initially, the managers of the
human resource departments from 25 banks were approached to participate in focus
group interviews. Subsequently, a survey questionnaire was distributed to all
employees across Commercial, Foreign, and Islamic banks in the Jordanian capital,
Amman. The findings of the study revealed a significant negative impact of both
career planning and career satisfaction on employees’ turnover intention. Furthermore,
the results indicated that career satisfaction acted as a partial mediator in the
relationship between career planning and employees’ turnover intention. This suggests
that employees who experience effective career planning and high levels of career

satisfaction are less likely to have intentions of leaving their current positions.

2.1.7 Review of Nepalese literature

Panta (2014) investigated the human resources management and organizational
performance in Nepalese public commercial banks. Recruitment and selection
practices and organizational commitments are effective in Nepalese organizations. But
training and development practice, compensation practice and performance appraisal
practice is not so effective. The study also concluded that recruitment and selection,
training and development, compensation practices and performance appraisal have

major role for employee satisfaction and organizational commitment.

Paudel (2016) examined the impact of employee motivation on organizational
performance of Nepalese commercial bank. The study surveyed based on 193
respondents from 14 Nepalese commercial banks. Data were collected through
primary and secondary sources to access the opinion of the respondents with respect
to employee motivation and organizational performance of Nepalese commercial
banks. The Kendall's tau correlation and regression model was used to estimate the
relationship among the study variables. The study showed that there was positive
impact of employee motivation factors (employee participation, performance

appraisal system, training and working environment) on organizational performance.
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Rai (2018) examined the factor analysis of human resource practices in Nepalese
insurance companies. This study was based on primary data gathered with the help of
a questionnaire comprising three sections. The first section contained demographic
questions, and the second section contained 31 statements about the human resource
management practices. Level of employees (below managerial or managerial level)
and the type of insurance (life or non-life) are also considered in this study. This study
incorporated 25 listed insurance companies operating in Nepal. Out of this only, one
insurance company (Rastriya Bima Sansthan) was not included in the study because
of its comprehensive nature (included life and non-life insurance, which has been
considered as a moderating variable in the study). Thus, the study included
respondents (employees) from 24 insurance companies, targeted as a sample size.
Altogether 500 respondents were selected as a sample, out of which 419 responses
were received, however only 322 employees’ responses were in a useable form. Thus,
the study finally considered 322 respondents as a sample for the study. Sample
statistics of respondents includes the respondent statistics on the basis of organization
type and level of employees. Respondents from non-life insurance companies and life
insurance companies were 206 (64%) and 116 (36%) respectively. Likewise,
employees below managerial level and managerial or above the level were 217
(67.4%) and 105 (32.6%) respectively included in the study. Collected data were
tabulated and essential statistical values like percentage, mean and standard deviation
were calculated to draw conclusions. The study showed that human resource practices

have a positive impact on performance of insurance companies.

Chataut (2018) investigated the impact of training and development on employee
performance in Nepalese commercial banks. The study was based on 100 respondents
from 13 commercial banks of Nepal. Data were collected through the primary
sources. A regression model was estimated to test the significance and impact of
training and development on employee's performance of Nepalese commercial banks.
The study found that training is positively related with the performance of Nepalese

commercial banks.

Rijal (2018) assessed the impact of compensation on employee performance of

Nepalese commercial banks. The research employed a basic random sample
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methodology for its survey. The survey is based on 104 respondents from 16 different
commercial banks of Nepal. A strategy of using structured questionnaires was used to
obtain data. A regression model was used to evaluate the significance and significance
of compensation for employee performance in a commercial bank in Nepal. Studies
have shown that salaries and benefits are positively associated with employee

productivity in commercial banks in Nepal.

Shetty (2018) investigated the impact of employee's job satisfaction on organizational
performance in Nepalese commercial banks. The study surveyed through random
sampling. A total of 109 respondents from 15commercial banks in Nepal. Data were
collected through the structured questionnaire method. The regression model was
estimated to test the significance and importance employees' job satisfaction on
organizational performance in Nepalese commercial banks. The study found that
training and development and motivation have a positive relationship with

organizational performance of Nepalese commercial banks.

Pradhan (2019) conducted a study to explore how human resource management
(HRM) practices influence organizational performance, using primary data collected
through distributed questionnaires among selected respondents in Nepal. The research
employed descriptive, correlational, and causal analyses to examine various HR
practices' existence and their impact on employee and organizational performance.
Descriptive research was utilized to establish facts and quickly gather relevant
information regarding HRM practices. Correlational methods were employed to
investigate relationships between these practices and performance outcomes, while
causal-comparative design was used to discern the impact of HR practices on
organizational performance. The study encompassed HRM areas such as training,
performance appraisal, career planning, employee engagement, compensation, and job
assignment. Statistical analyses included means, standard deviations, analysis of
variance, correlation analysis, and Cronbach's [+ to assess data reliability.
Additionally, the F-test was employed to determine significant differences in study
variables' means. Overall, the study aimed to elucidate the intricate relationship
between HRM practices and both employee and organizational performance, utilizing

a blend of quantitative tools and statistical analyses.
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Gurung (2019) conducted an assessment of human resource management practices in
Nepal utilizing the Delphi method, specifically employing a three-round ranking-type
Delphi process. The study initiated with the distribution of consent forms to 20 HR
managers who agreed to participate. During the first round, a brainstorming stage,
participants responded to three open-ended questions related to the research inquiries,
encouraging diverse perspectives. Through this method, the study aimed to ascertain
expert consensus on the current and future status of HRM in Nepal. Findings revealed
that both domestic and foreign organizations in Nepal adopt a wide array of HR
practices commonly found in Western and developed nations. The study emphasized
the need to develop HRM systems that align with global standards while integrating
Nepalese cultural nuances to effectively compete in local markets. Furthermore, the
research posited a significant positive relationship between HR practitioners in Nepal

and employee performance.

Shrestha (2019) explored human resource management practices within Tribhuvan
University (TU) employing a qualitative research design, particularly utilizing
narrative inquiry supplemented by literature review. Purposive sampling was
employed to select two senior administrative officers from TUSC, two Campus Chiefs
from constituent colleges, and one Head of Department (HOD) from TU as
respondents. Qualitative data were collected through interviews conducted based on
an interview schedule designed to extract information about various dimensions of
HRM practices at TU. The study identified a positive and significant correlation
between human resource organization, organizational change, increased work

productivity, and work performance within TU.
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2.3 Concluding remarks

Several studies have explored the influence of various factors on employee
performance within Nepalese commercial banks. This study seeks to analyze the
effect of HRM practices on employee performance in these banks, drawing insights
from existing literature. It aims to investigate the impact of five independent variables
(compensation, performance appraisal, recruitment and selection, training and
development, and career planning) on one dependent variable (employee
performance) in Nepalese commercial banks. While numerous international studies
have established links between HRM practices and employee performance, there is a

scarcity of research in the Nepalese context.

Raza and Ahmad (2019) investigated HRM practices and their impact on employee
satisfaction in Pakistani commercial banks, revealing dissatisfaction among bank
employees. Muhammad et al. (2018) examined HRM practices' effects on employee
performance in the sports industry in Sialkot, Pakistan, noting a positive relationship
with training and career development but negative associations with performance
appraisal, leadership, and compensation. Hassan (2016) explored HRM practices'
impact on employee performance in the Pakistani textile industry, finding positive
effects from compensation, career planning, performance appraisal, training, and

employee involvement.

Balcioglu (2015) focused on HRM practices' impact on organizational performance in
North Cyprus' private banks, highlighting the positive relationship between training
and employee satisfaction, commitment, retention, and overall organizational
performance. Dhingra (2015) investigated HRM practices and organizational
performance in India, identifying significant positive relationships with organizational
culture, employee commitment and performance, as well as the firm's output. Akhter
et al. (2013) discovered significant positive impacts of training and career
development on employee performance in the Bangladeshi cement industry, while
performance appraisal, compensation and benefits, and leadership had positive but

insignificant effects.
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Pradhan (2019) associated proper HRM practices with reduced employee turnover,
while Gurung (2019) highlighted the positive relationship between HR practitioners
and employee performance. Shrestha (2019) emphasized positive correlations
between HR organization, organizational change, work productivity, and performance
in Tribhuvan University. Rai (2018) and Mainali (2010) also found positive or
negative significant relationships with HR aspects and employee performance,
respectively. Some studies examining factors affecting employee performance in
Nepal, there is limited research on the impact of HRM practices specifically within
Nepalese commercial banks. Addressing this research gap, this study proposes a
framework to evaluate the influence of HRM practices on employee performance in

Nepalese commercial banks.

2.4 Research gap
After review the above articles and thesis about the impact of Human Resource
Management practices on employee's performance in Nepalese commercial bank.
This research study mainly differs than previous study due to following reason
a) This research is focused on the reason of rapid increasing Human Resource
practices in the banking industry and its impact on employee's performance.
b) This research is conducted foe academic requirement.
c) It may provide a new conception in the field of Human Resource Management
literature as it is based on primary dada only.
d) This study may help to the top-level management to make the prudent strategy
and policy as well as the overall HR department of banking industries in
Nepal. This is why this research has been more worthwhile and significant in

Nepalese context and may be helpful for the further research.
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CHAPTER-III
RESEARCH METHODOLOGY

Research methodology refers to the systematic procedures employed to gather and
analyze information about a particular topic. It serves as a structured approach to
addressing research problems, outlining the methods and processes used throughout
the study. Research methodology encompasses various techniques such as surveys,
interviews, data analysis, and literature reviews, aiming to provide a comprehensive
framework for conducting research. Understanding the appropriate research methods
for a given hypothesis or question is crucial, as different methods may be suitable for

different situations.

This chapter is divided into seven sections to provide a detailed overview of the
research process. The first section outlines the research plan and design adopted for
this study. The second section discusses population and sample selection, including
the criteria for selecting enterprises to be studied. The third section elaborates on the
nature and sources of data, as well as the data collection procedures employed. In the
fourth section, the method of data analysis is explained. Chapter five delves into
model specification and variable measurement, providing clarity on how variables
were defined and measured in the study. The sixth section outlines the analysis plan,
detailing the steps taken to analyze the collected data. Finally, the seventh section
highlights the limitations of the study, acknowledging any constraints or challenges
encountered during the research process. This comprehensive approach ensures
transparency and reliability in the research methodology, laying a strong foundation

for the study's findings and conclusions.

3.1 Research design

This research study utilizes both descriptive and causal-comparative research designs
to address the impact of HRM practices on employee performance within Nepalese
commercial banks. The descriptive research design serves to gather factual
information and comprehensively describe the characteristics of the sample. It aids in
understanding the impact of HRM practices on employee performance by providing

accurate results and presenting a clear picture of the situation. Through systematic
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data collection and presentation, this design helps to uncover key insights into the
relationship between HRM practices and employee performance in Nepalese
commercial banks. The study employs a causal-comparative research design to
analyze possible cause-and-effect relationships between various independent variables
(such as compensation, performance appraisal, recruitment and selection, training and
development, and career planning) and the dependent variable of employee
performance. By examining these relationships, the study seeks to determine the
influence of HRM practices on employee performance within the context of Nepalese
commercial banks. This design allows for a deeper exploration of the factors that
contribute to variations in employee performance, thereby providing valuable insights
for both academia and industry. The combination of descriptive and causal-
comparative research designs enhances the robustness of the study's findings and
contributes to a comprehensive understanding of the impact of HRM practices on

employee performance in Nepalese commercial banks.

3.2 Population and sample

The study is based on primary sources of data and designed to measure the factors
influencing employee™s performance in Nepalese commercial banks. A sample is a
representative portion of the population that possesses all the characteristics that exist
in the population. The entire population of this study is comprised of all 20
commercial banks in Nepal. Among the population, five banks have been selected as a
sample, and the respondents of the research were those people who work in
commercial banks in Nepal. This study obtained data from 400 employees of
commercial banks in Nepal on various related areas in the Kathmandu valley.
Although questionnaires were distributed to total of 420 sample respondents, only 400
of them responded. The response rate is 94.12%. These five banks are Rastriya
Banijya Bank, Nepal Bank Limited, Agriculture Development bank, Nepal SBI bank
and NIMB bank.

3.3 Nature and sources of data
This section elaborates on how data were collected to carry out this study. The study
is based on primary data using a structured questionnaire. The variables used in this

study are dependent variables (employee’s performance) and independent variables
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(compensation, performance appraisal, recruitment and selection, training and
development and career planning). There are altogether 400 respondents. The
questionnaire was divided into different sections where the first section includes the
respondent’s personal details and rest of other section includes multiple choice
questions and statement questions regarding the subject matters. This study has been
designed to understanding the opinions of respondents regarding the stresses faced by
the employees during their working period and its impact on their job performance.
Employees were humbly requested to provide the degree of agreement and
disagreement in the five-point Likert scale questions ranging from (1-Strongly
disagree to 5-Strongly agree). A single follow-up was done approximately three-

weeks after initial delivery.

3.4 Instrument of data collection

The questionnaire was divided into part two. Part 1 consisted of the questions related
to the general or demographic information of the respondents such as gender, age,
education. Part 2 consisted of the questions related to details of HRM practices and
employee's performance. The questionnaire of Human resource management and
employee's performance is 30 items. The items are measured in Likert scale
methodology which follows the way of 1- strongly disagree, 2-disagree, 3- neutral, 4-

agree and 5-strongly agree.

3.5 Method of data analysis

This study is quantitative in nature and analysis all the way through will be based on
the effective questionnaire. Therefore, tools of the study are selected accordingly as
demanded by the purpose of the study and data nature. Data has been processes and
analyzed in descriptive way by using mathematical tools and statistical tools wherever
necessary. The coding and analysis are done by using statistical package for social
scientists (SPSS). Graphs and charts have also been presented to interpret the finding
of the study. Following tools has used for the purpose of this study: -

Mean or Average
An average line which represents group of values. In other words, the quantities

which are the representative of the huge mass of quantities are known as average. The
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most popular mean is arithmetic mean or average, which is calculating the sum of all
variables divided by the number of variables. The mean is the arithmetic average of a

variable.

Standard Deviation

Standard deviation (S.D.) is the most popular and the most useful measure of
dispersion. It indicates the ranges and size of deviance from the middle or mean. It
measures the absolute dispersion. Higher the values of standard deviation higher the
variability and vice versa. It is the positive square root of average sum of squares of

deviations of observations from the arithmetic mean of the distribution.

Correlation analysis

Correlation is one of the most useful statistics. In other words, correlation is the
statistical tool measures the degree of relationship of one variable with another
variable. Two or more variables are said to be correlated if change in the one variable
appears to be related or linked with the change in the other variables value.
Correlation says just degree of relationship between two or more variables. It does not
tell us anything about cause and effect relationship. Correlation may be positive or
negative. Correlation lies between -1 &amp; +1. When Pearson ‘s correlation(r) is
close to 1 then there is strong relationship between two variables. This means that
change in one variable are strongly correlated with change in second variable. When

correlation(r) is close to zero then there is weak relationship between two variables

Regression analysis

A technique for determining the statistical relationship between two or more variables
where a change in a dependent variable is associated with, and depends on, a change
in one or more independent variables. Multiple regressions is a statistical tool used to
derive the value of a criterion from several other independent, or predictor, variables.
It is the simultaneous combination of multiple factors to assess how and to what
extent they affect a certain outcome. It can be used to forecast effects or impacts of

changes. The multiple linear regression analysis can be used to get point estimates.
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Regression model
EP=8p+p1 CO+ B, PA+ B3RS +B4TD + BsCP + ¢
Where,

Dependent variable

EP = Employee’s performance

Independent variables

CO = Compensation

PA = Performance appraisal

RS = Recruitment and selection
TD = Training and development
CP = Career planning

€t is the error term.

Bo is constant and B1, B2, Ps, P4 and Bs are the beta coefficients of the explanatory

variables to be estimated.

3.6 Research framework

Research framework is a basic conceptual structure organized around a theory. It
defines the kinds of variables that are going to be used in the analysis. This study
focuses on the impact of human resource practices on employee’s performance in
Nepalese commercial banks. Conceptual framework of the study explains the
systematic explanation of the relationship among the dependent and independent
variables for the purpose of explaining the impact of human resource practices on
employee’s performance. It helps to determine and define the focus and goal of the
research problems. Based on the objectives of the study and based on the literature
review, following conceptual framework is framed to summarize the main focus and
scope in terms of variables included. Figure 3.6.1 shows the conceptual framework of
impact of human resource practices on employee’s performance in Nepalese

commercial banks.
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Independent variables

Compensation
Dependent variable

Performance appraisal Employee’s performance

Recruitment and selection

Training and development

Career planning

Figure 3.6.1: Research framework of the impact of human resource practices on

employee’s performance in Nepalese commercial banks

Source : Gabriel et al.(2015

Figure 3.6.1 shows the research framework of the research study where employee’s
performance is the dependent variable and HRM practices are the independent
variable. The dependent variable like employee’s performance is depending upon
independent variables such as compensation, performance appraisal, recruitment and
selection, training and development, and career planning. The study helps to examine

the relationship between dependent variable and independent variables.

3.7 Variable definition and specification

Dependent variable

Employee performance

Employee performance involves a quality and quantity of outcomes from individual
or group effort attainment (Rizwan, et al., 2014). Employee performance is the extent
to which employees make efforts to achieve organizational goals (Greguras et al.,
1996). Menze (2006) stated that productivity as the employee’s ability to produce
work or goods and services according to the expected standards set by the employers,
or beyond the expected standards. Mathis and Jackson (2000) defined productivity as

a measure of the quantity and quality of work done considering the cost of the
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resource it took to do the work. Ghazanfar et al. (2012) examined the human resource
management practices and organizational commitment. The study showed that there is
a strong association between commitment and training. When the organizations make
spending on the organization it will attract the employees emotionally, this increases
their level of commitment (Jeet & Sayeed 2014). Darden and Babin (1994) stated that
employee's performance is a rating system used in many corporations to decide the
abilities and output of an employee. Good employee performance has been linked
with increased consumer perception of service quality, while poor employee
performance has been linked with increased customer complaints and brand

switching.

Independent variables

Compensation

Compensation is a process of providing monetary value to employees for the work
they performed. Compensation can be used to hire skilled employees, reward the
performance, encourage company loyalty by reduce turnover. Compensation may
include basic pay, overtime, bonuses, travel/accommodation allowance, stock options,
medical allowance, commissions, and profit sharing. Frye (2004) showed a positive
relationship between compensation and organization performance. The study also
stated that compensation strategies play an important role in recruiting and retaining
skilled employees. Most of the firms used performance-based compensation to reward
employees (Collins & Clark, 2003). Performance-based compensation positively
influences employee’s performance (Brown et al., 2003). Huselid (1995) showed a
significant relationship between compensations and employee performance. An
effective HRM strategy is to integrate performance and compensation system that

enhance employee’s will to work effectively and efficiently (Wright, 2003).

According to Sattar and Ahmed (2014), the low salary with limited benefit packages
is one of the common reasons of high employee’s performance rates in an
organization. The jobseekers will choose to work with the organizations that offer
better compensation and benefit packages as it is a determination of the employees to
stay or leave the organizations. Teseema and Soeters (2006) indicated that there is a

significant relationship between compensation and employee’s performance. It is
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important that employer view compensation practices in a favorable light as
compensation practices heavily influence employee recruitment, turnover and
productivity. Ehsan (2018) found that human resources practices such as performance
appraisal, compensation and work design have a positive relationship with employee
performance. The compensation and benefit packages are important for the employees
in terms of satisfying their economic needs and it is also the indicator for employees
to leave the organization (Hassan, 2014). Moreover, the unattractive compensation
and benefit package will de-motivates employees, leading to poor performance and

create negative attitudes towards the job (Choi et al., 2012).

Performance appraisal

Performance appraisal is a systematic evaluation of an employee’s performance in his
assigned tasks. The overriding purpose of performance appraisal is to increase
motivation and employees self-esteem. Sels et al. (2003) stated that performance
evaluation increase the employee’s productivity that in turn increases organizational
performance. Performance appraisal enhances professional growth by pointing out the
area of performance enhancement. Transparent performance evaluation motivates
employees to work more in order to achieve the organizational objectives (Singh,
2004). Wan et al. (2002) reported that merit based performance appraisal increase
employee’s motivation and commitment that has a significant effect on organizational
performance. The key to organization’s success relates to the willingness of
employees to play extra role (Ahmad and Schroeder, 2003). Satisfied employees lead
towards reduced turnover and absenteeism. Sajuyigbe et al. (2017) found that
performance appraisal system has a positive and significant impact on employee’s

performance.

Singh (2013) showed that performance appraisal has a significant and positive impact
on organizational commitment of employees. Daoanis (2012) stated that performance
appraisal system has a positive impact to overall welfare of the organization
commitment of employees. Gichuhi (2008) found out that employee reward does not
significantly explain variation in employee productivity. Armstrong (2009) stated that
performance appraisal is a process, which is systematic and dedicated to improving

both the organization and the individuals in the organization. The study also showed
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that there is a significant relationship between performance appraisal and employees
performance. According to Guest (2011), performance appraisal is a bundle of HR
practices that influence employee’s performance and so justifies HRM claims to have
a strategic impact. Bratton and Gold (2012) stated that individual and team
contributions in the job in order to determine employees performance. It is therefore,
important for organizations to understand how the totality of HRM practices including

performance appraisal can affect employees.

Recruitment and selection

Recruitment is the process to fully fill the offered work positions in sufficient number
and qualities of the applicants, as well as to meet the expectations and requirements of
the organization. Bhosle (2020) examined the impact of recruitment and selection
strategy on employees ‘performance. The study showed that there is a positive impact
of recruitment and selection strategy on employees’ performance. Similarly, Selase
(2018) found that there is a positive relationship between the breadth of enrolling,
determination test approval and the utilization of formal choice methodology,
organizations execution and firm benefits. Likewise, Oaya et al. (2017) revealed that
there is a significant positive relationship between the use of employee referral
recruitment method and employee commitment and the use of employment agency
method and employee productivities. Sutanto et al. (2016) showed a negative
relationship with recruitment labor relations between employees on the batik industry
in Solo. Gamage (2014) revealed that there is a positive and statistically significant

relation with recruitment and selection intensity and HR outcomes.

Based on the literature review and previous research findings, the following
hypothesis is proposed: Hypothesis: There is a positive relationship between
recruitment and selection practices and employee performance in Nepalese
commercial banks. This hypothesis is grounded in the arguments put forth by Bratton
and Gold (2001), Heneman and Milanowski (2007), Al-Ahmadi (2009), Guest and
Conway (2011), Hamzah et al. (2014), and Timpothy (2005), which collectively
suggest that effective recruitment and selection processes contribute to enhanced

employee performance.
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Training and development

Training is a systematic approach that enables employees to attain knowledge and
skills in order to accomplish their tasks effectively with the resultant improvement in
the behavior (Armstrong, 2006). Training and development contribute positively
towards organizational growth. Training refers to the methods used to develop skills
in the employees required to perform the job (Dessler, 2008). Most organizations
considered training and development as an important factor of the human resource
activity. Training can be used as a tool to increase employee’s performance by
developing knowledge and skills. Training can be described as an endeavor to develop
additional competencies needed today or in future in order to increase the level of
employee’s performance (Jackson and Schuler, 2000). Training can be used as a tool
to increase efficiency and effectiveness of employees in order to increase
organizational performance (Cook and Hunsaker, 2001). Similarly, Hassan &
Mahmood (2016) assessed the relationship between HRM practices and employee's
performance. The study found that there is a significant positive impact of training
and development on employee’s performance. Further, Coftie ef al. (2018) revealed a

positive impact of training and development on employee’s performance.

Extensive training programs are conducted by employees to improve the employee’s
performance in order to achieve strategic position over competitors (Brown, 2005).
Training programs play a significant role in achieving organizational goals (Dobson
and Tosh, 1998). A desired change can be attained in employee's performance by
providing them proper training (Huselid, 1995). Javed (2014) investigated the impact
of training and development on employee performance. The study showed that there
exists a positive relationship between training and development and employee
performance. Further, the study also found that organizations that had established a
robust training and development program for employees posted better overall
organizational performance than those organizations that had sporadic training, or no
training and development programs at all. Neuman and Cunningham (2009) argued
that training equips employees with necessary skills that are vital to implementation
of their work functions. If employees are inadequately prepared to handle the dynamic

changing work environment, then, their productivity level suffers.
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Career planning

Career planning is process of setting career goals and identifies the ways to attain
them. Career planning is a process of planning individual’s life work. Wright and
Snell (1998) stated that career planning is a tool used to motivate employees to work
for the development of the organization. Salleh et al. (2020) showed that career
planning and career satisfaction have a significant negative impact on employees’
turnover intention. Dialoke et al. (2017) revealed that there is a positive correlation
between career planning and motivation. Similarly, Pasaribu (2014) showed that the
organization culture, employee performance, work motivation and employee
performance influenced positively by career planning. Further, Saleem et al. (2013)
found that career planning has a moderate but positive impact on employee

performance.

Ombui Kepha et al. (2012) revealed that there is a positive relationship between
career planning and employee's performance. Similarly, Adekola (2011) found that
there is a significant positive association between career planning and career
management. Rahman & Igbal (2013) stated that lack of career planning is one of the
main causes for employees in private commercial banks to switch jobs. The study
showed that there is a positive significant relationship between career and employees'
performance. Likewise, Cohen et al. (2016) found that career planning is the main
factor to affect the employees job satisfaction and consequently to turnover intentions.
A high employee turnover rate is due the absence of prospective opportunities for

promotions in the organizations (Sattar & Ahmed, 2014).
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CHAPTER-IV
RESULTS AND DISCUSSION

This chapter delivers the systematic and orderly results of the study in the form of
presentation, interpretations and analysis of the primary data with various issues
associated with the impact of human resource management practices on employees'
performance in Nepalese commercial banks. The result is mainly based on the
responses of questionnaire administered to employees in various banks. Different
statistical and regression model described in chapter three have been used for the
study purpose. The first section deals with the presentation and analysis of the
primary data and presents the results of questionnaire survey. The second section
covers the analysis of regression model including correlation analysis. Finally, the
third section of this chapter deals with the concluding remarks associated on the basis
of findings from primary data analysis.

4.1 Results

This study is primarily based on primary data analysis, which mainly deals with
qualitative aspects in terms of factors influencing employee’s performance. This
section also reports the result of questionnaire survey conducted among the different
respondents. Questionnaire survey was designed to understand the views of the
respondents regarding stresses like compensation, performance appraisal, recruitment
and selection, training and development and career planning in Nepalese commercial
banks. A set of questionnaires including multiple choices, and Likert scale questions
are provided. The respondents profile along with their personal characteristics and

result of the survey are presented in below.

4.1.1 Demographic Profile of Respondents

This section deals with the demographic analysis and interpretation of primary data
collected through questionnaires. In this section, the respondents' profile was analyzed
in terms of gender, age, education, income and frequency of years of using e-banking
services. Out of 420 questionnaires sent to potential respondents, only 400 responses

were collected. All the respondents were from the Kathmandu Valley.
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Respondents character Number of response Percentage
Gender

Female 235 58.75
Male 165 415
Total 400 100
Age group (in years)

18-24 80 20
25-34 150 375
34-44 120 30
44 and above 50 12.5
Total 400 100
Academic Qualification

Intermediate 21 5.25
Bachelor Degree 150 375
Master’s Degree 178 445
M. Phil\ Ph. D degree 51 12.75
Total 400 100
Designation (Organizational position)

Assistant level 82 20.5
Officer level 215 53.75
Manager level 41 10.25
Senior level 62 15.15
Total 400 100
Total year of services

Less than 2 year 191 47.75
Less than 5 years 82 20.5
Less than 10 years 77 19.5
10 years and above 50 125
Total 400 100
Marital Status

Single 291 72.75
Married 104 26
Others 5 1.25
Total 400 100

Source: opinion Survey, 2023
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It shows the distribution of the respondents on the basis of gender. In this study, data
from 400 respondents were collected and analyzed. Out of total respondents' 58.75
percent of responses are achieved from male and it indicates that banks’ majority of
the respondents are female. Their out of 400 respondents most of response are
received from female in comparisons to male. However, 41.5 percent male provided
their response about occupational stress and its impact on turnover intention among
employee in Nepalese commercial banks. Female’s participants are likely to advise
more on occupational stress of the commercial banks. In this context, Nepalese
commercial banks can identify both male and females' respondents as the main

participants for the survey.

Secondly, it reveals that age description of respondents and found that the 37.5
percent respondent’s age most of the respondents belong to age between 25-34 age
groups. The lowest percentage age group is 44 and above age group who are
employees in commercial banks. However, respondents are majority are young. In
additions to this 30.00 percent responded provided their response that belongs to 35-
44 age groups and 12.5 percent representing the ages of 44 and above. This implies
that 82.00 percent of the total employees of the Nepalese commercial banks were
within the active age, energetic and their needs were very high that could cause them
to go for search of other sources of income unless regulations were observed properly
and this group of age obviously could be useful and productive for quite a long period

of time if was to be managed properly.

Thirdly it shows that the profile of respondents based on their education. The study
reveals that out of 400 employees interviewed, 178(44.5 percent) of these respondents
attained master’s degree education while 150(37.5 percent) attained bachelor
education certificate education. The findings imply that the majority of the
respondents interviewed were able to read and understood the questionnaires used in
this study. Respondents were thus able to provide correct answers and that they

understood the employee turnover in Nepalese commercial banks.
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Furthermore, shows that the majority of the respondents' 53.75 percent are officer
level. Similarly, assistant level respondents are 82 in frequency comprising 20.5
percent of total respondents. Similarly, manager level constitutes 41 respondents
representing 10.25 percent of total respondents. And 62 respondents are senior level

constituting 15.15 percent of total respondents respectively.

Moreover, it reveals that work tenure description of respondents and found that the
respondent’s experience most of the respondents belong to 0-2 yrs. It is also found
that, 191 respondents representing 47.75 percent have been working in the banks for
less than two year and 82 respondents representing 20.5 percent have been working in
the banks for more than 3-5yrs. The findings from the study imply that, most of the
employees were experienced enough to work productively and efficiently. The
findings reveal that the respondents belonged to a medium experience (therefore
assumed to belong to a medium age), usually those at the medium age have a number
of requirements because it is assumed that, it is the age where people start life in
terms of caring for children in all issues like paying fees, looking for sites to build in
and need for banks. Those requirements, in most cases need to be fulfilled using
salaries and other compensation otherwise; they tend to look for alternatives jobs to
meet their expectation. Finally, it shows that majority of the respondent's 72.75.2
percent are single. Similarly, figure indicates that 26 percent of the respondents are

married and 1.25 percent is others.

4.2 Descriptive Statistics Analysis of Performance Factors
Mean and standard deviation analysis are used to analyze data in this study. Higher
mean value means more respondents are agreed that the variable could have a great

impact on employee performance.
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Table 3

Descriptive Statistics Variables

Variables N Minimum Maximum Mean  Std. Deviation
Compensation 400 1 5 3.26 1.092
Performance Appraisal 400 1 5 3.36 1.079
Recruitment and 400 1 5 3.28 1.156
Selection

Training and 400 1 5 3.31 1.152
Development

Career planning 400 1 5 3.35 1.034
Employees performance 400 1 5 341 1.097

Source: IBM SPSS 26

Table 3 presents the descriptive statistics of the variables used in this study regarding
the impact of human resource management practices on employee performance in
Nepalese commercial banks. The highest mean score of 3.41 is observed for the
statement regarding employee performance, indicating that respondents generally
perceive favorable levels of performance among employees. On the other hand, the
lowest mean score of 3.28 is associated with the variable of recruitment and selection,
suggesting a relatively lower level of agreement among respondents regarding this
aspect of HRM practices. The mean values for the remaining variables are as follows:
compensation (3.26), performance appraisal (3.36), training and development (3.31),
and career planning (3.35). These scores reflect moderate to high levels of agreement
among respondents regarding these aspects of HRM practices. The standard deviation
values range from 1.034 (for career planning, indicating relatively low variability in
responses) to 1.156 (for recruitment and selection, indicating slightly higher
variability). Overall, the consistency in mean scores and the relatively low standard
deviation values suggest a degree of uniformity in respondents' perceptions across the

specified Likert scale measures.

4.1.3 Correlation
Under the inferential analysis, the hypotheses test was done using the mean of all the
items of each corresponding individual variable. The study is based on a sample size

of 400. Pearson’s correlation analysis has been carried out to analyze the degree of
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relationship between two or more variables and to know to what extent variables
under study are correlated to each other A positive correlation reveals that the
direction of the relationship is positive with one increasing with the other’s increase.
Meanwhile, a negative correlation reveals that an inverse of the above which means,
increase in one variable when there is a decrease in other. A correlation analysis is to
summarize the relationship between two variables with a single number that falls
within -1 and +1. This section includes the analysis of the correlation between
dependent and independent variables. Bivariate Pearson Correlation analysis was used
to test the relationship between the dependent and independent variables at an
appropriate level of significance. Likert scale questions have been used for each
element to find out the impact of human research management practices on
employee’s performance variables like compensation, performance appraisal,
recruitment and selection, training and development, career planning and employee’s
performance as control are used for the analysis. The following table presents the
Correlation analysis between the study variables taken under the study. Specifically,
the table shows the correlation between dependent and independent variables as well

as among independent variables.

Table 4
Correlation Matrix of Dependent and Independent Variables

CO PA RS TD CP EP
Compensation (CO) 1
Performance 962** ]

Appraisal (PA)
Recruitment and Selection (RS)  .960**  955** 1
Training and Development (TD)  .948**  931**  961** 1

Career 967**  974%*  Q51**  935%* ]
Planning (CP)
Employee’s 943%% - Q72** - Q51** Q1 7F*  047** ]

Performance (EP)

** Correlation is significant at the 0.01 level (2-tailed)
* Correlation is significant at the 0.05 level (2-tailed
Source IBM SPSS 26
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The correlation coefficient between compensation and employee’s performance is
0.943. It shows a positive relationship between these two variables. There is a
significant relationship between compensation and employee’s performance at a 1
percent level of significance, which means there is a positive correlation between the

variables.

The correlation coefficient between performance appraisal and employee’s
performance is 0.972. It shows a positive relationship between these two variables.
There is a significant relationship between performance appraisal and employee’s
performance at a 1 percent level of significance, which means there is a positive

correlation between the variables.

The correlation coefficient between recruitment and selection, and employee’s
performance is 0.951. It shows a positive relationship between these two variables.
There is a significant relationship between recruitment and selection and employee’s
performance at a 1 percent level of significance, which means there is a positive

correlation between the variables.

The correlation coefficient between training and development and employee’s
performance is 0.917. It shows a positive relationship between these two variables.
There is a significant relationship between training and development and employee’s
performance at a 1 percent level of significance, which means there is a positive

correlation between the variables.

The correlation coefficient between career planning and employee’s performance is
0.947. 1t shows a positive relationship between these two variables. There is a
significant relationship between career planning and employee’s performance at a 1
percent level of significance, which means there is a positive correlation between the

variables.
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4.1.4 Regression Model Summary
The following table presents the model summary of dependent variables among
independent variables taken under the study. It compares the sign with the prior

expectation which also helps in regression analysis.

Table 5

Regression Model Summary
Model R R Square  Adjusted R Square Std. Error of the Estimate
1 976a 952 952 241

a. Predictors: (Constant), Compensation, Performance Appraisal, Recruitment and
Selection, Training and Development, Career Planning

b. Dependent Variable: Employee’s Performance

Source: IBM SPSS 26

The table 10 represented R Square for this model, which is 0.976. This means that
97.6% of the variation in the dependent variable employee’s performance can be
explained by independent variables (Compensation, Performance Appraisal,
Recruitment and Selection, Training and Development, Career Planning). R is .976,

adjusted R square is 0.952 and the standard error of the estimate is 0.241

Table 6
Analysis of Variance (ANOVA)
Model Sum of Squares df Mean Square F Sig.
1 Regression 457.495 5  91.499 1574.580 .000°
Residual 22.895 394 .058
Total 480.390 399

a. Dependent Variable: Employee’s Performance

b. Predictors: (Constant), (Compensation, Performance Appraisal, Recruitment and
Selection, Training and Development, Career Planning

Source: IBM SPSS 26

According to table 10 the fitness of the model is stated by an F-value of 1574.580 at a

0.000 percent level of significance. This implies that the research model is a good-fit
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in explaining the impact of human resources management practices on employee’s

performance in Nepalese commercial banks.

Table 7

Regression Coefficients of Independent Variables with Assets Ownership

Unstandardized Coefficients Standardized t
Coefticients Sig.
B Std. Error Beta
Constant 0.152 042 3.615 0.000
Compensation 0.006  0.053 0.006 0.118 0.906
Performance appraisal  0.830  0.055 0.817 15.114  0.000
Recruitment and 0324  0.048 0.342 6.686 0.000
Selection
Training and - 0.040 0.076 -1.806  0.072
Development 0.073
Career Planning - 0.59 -.108 -1.931 0.054
0.115

Source: IBM SPSS 26

The regression coefficient of compensation in the regression coefficient analysis is
0.006 which indicates that when compensation increased by one unit, the average
influence on employee's performance will increase by 0.06 unit. The corresponding p-
value is 0.906 which is more than 0.05, hence there is no significant relationship
between compensation and employee's performance. Regression coefficient of
performance appraisal in the regression coefficient analysis is 0.830 which indicates
that if performance appraisal increased by one unit, the average influence on
employee's performance will increase by 0.830 unit. The corresponding p-value is
0.000 which is less than 0.05, hence there is significant relationship between

performance appraisal and employee's performance.

Regression coefficient of recruitment and selection in the regression coefficient
analysis is 0.324 which indicates that if recruitment and selection increased by one

unit, the average influence on employee's performance will increase by 0.324 unit.
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The corresponding p-value is 0.000 which is less than 0.05, hence there is significant
relationship between recruitment and selection and employee's performance.
Regression coefficient of training and development in the regression coefficient
analysis is- 0.073 which indicates that if performance influence by one unit, the
average influence on employee's performance will be influence by 0.073 unit. The
corresponding p-value is 0.072 which is more than 0.05, hence there is negative and
insignificant relationship between training and development, and employee's

performance.

Regression coefficient of career planning in the regression coefficient analysis is -
0.115 which indicates that if performance appraisal increased by one unit, the average
influence on career planning will influence by -0.115 unit. The corresponding p-value
is 0.054 which is more than 0.05, hence there is negative and insignificant relationship

between career planning and employee's performance.

4.2 Discussion

This section presents the results, analysis, and findings derived from the conducted
study, supported by relevant research in the field. The examination of the impact of
human resource management (HRM) practices on employee performance in Nepalese
commercial banks is undertaken by referencing the results obtained from the analysis
conducted in the previous section. The findings are structured to provide insights into
the relationship between HRM practices and employee performance, drawing on both
the data collected in this study and previous research in the area. Through
comparative analysis and interpretation, the study aims to shed light on the
effectiveness of various HRM practices in influencing employee performance within

the context of Nepalese commercial banks.

By synthesizing the research findings with existing literature, this section offers a
comprehensive understanding of the implications and significance of HRM practices
on employee performance. The discussion underscores the importance of adopting
strategic HRM approaches to enhance employee productivity, engagement, and
overall organizational effectiveness in Nepalese commercial banking settings. This

study is mainly focused on analyzing the impact of HRM practices on employee’s
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performance in Nepalese commercial banks. This study used independent variables
like: compensation, performance appraisal, recruitment and selection, training and
development and career planning. The result acknowledged is based on the

respondent’s response on 400 questionnaires from 5 commercial banks in Nepal.

The main objective of this study is to analyze the present scenario and impact of
human resource management practices on employee's performance in Nepalese
commercial bank. However, after analyze the data; it can be evaluating that the
condition of HRM practices in commercial bank in Nepal. HRM practices in bank
have rapidly increased in Nepal. Out of 400 respondents most of the respondent
agreed to the bank had already practice of HRM. In this study researcher tries to
explain the dependent variables with the help of sub item, which are shown in

questionnaire in systematical manner.

There have been various studies conducted on human resource, but on employee's
performance there is lack of studies. This research set out to determine whether HRM
plays a significant role in employees' performance and how this may affect success of
organization. From the respondent profile analysis, it is found that there is more
female respondent in the research. Major respondents are in age group of 25- 34.
From the point of view for education qualification it is found that respondents have
majority in the group of master’s degrees. It is found that officer level is majority on
designation tenure of respondents. Most of the respondents have 0- 2 years of work
tenure. From the view of marital status of respondents, it is found that majority are

single.

The factor influencing the level of employee’s performance for this study taken as
independent variable (i.e., compensation, performance appraisal, recruitment and
selection, training and development and career planning) in the commercial bank have
seen to have impact on performance because factors performance appraisal and
recruitment and selection have significance impact on employee's performance.

The relationship between compensation, performance appraisal, training and
development, recruitment and selection and career planning with employee

performance shows that there is positive relationship. Some easily discernible results



52

leading to human resources management in employee’s performance set up

are increased productivity.

The results form correlation coefficients suggest that there is a positive relationship
between compensation provided to employees and employee’s performance.
Coefficient correlations between all the variables are positive so the results show that
there exists a positive correlation between variables. Multiple regression analysis
indicates that performance appraisal and recruitment and selection are important
factors for employee’s performance of commercial banks. The result reveals strong
positive and significant relation between the combination of the variables (i. e.,
compensation, performance appraisal, recruitment and selection, training and
development and career planning). However, compensation, training and development
and career planning don’t have a significant impact on employee’s performance as

regression analysis shows that significant value is more than 5% significance level.

The findings of this study go contrarily with that of by Selase (2018). This study
found that employee’s performance were most affected with compensation, training
and development and career planning. The findings of this study also runs contrarily
to that of Bhosle (2020)who indicated that compensation, performance appraisal,
recruitment and selection, training and development and career planning all have a
significant impact on employees performance, with being the dimension with the
strongest impact. Additionally, the findings of this study go contrarily to that of
Pasaribu (2014) who explores that compensation, training and development and
career planning have more contribution to employees performance and work

motivation.



CHAPTER-V
SUMMARY AND CONCLUSION

In this chapter, the summary has been presented along with conclusions and
recommendation as per the above analysis of data. In this chapter brief introduction to
all the above chapters of the study as well as the overall summary from the analysis of
the data of sample banks. Since a study would not be meaningful without any
suggestive findings because the study has also tried to point out area to be worked for
making e-banking effective and efficiency and giving recommendation for further

improvement in the banking activities.

5.1 Summary

The research study made a clear description of the impact of human resource
management practices on employee’s performance in Nepalese commercial bank.
There are various factors and elements that affect the performance of employees in
corporation. Some of these factors taken into consideration to identify the
performance of bank employee’s were compensation, performance appraisal,
recruitment and selection, training and development and career planning. Based on
these five dimensions, employee’s performance was evaluated. The study findings are
based on a quantitative survey of Nepalese commercial banks. This study has

investigated some of the variables that influence employee’s performance.

The dependent variable of this research is employee’s performance. The independent
variable are compensation, performance appraisal, recruitment and selection, training
and development and career planning. The research question are, Is there any impact
of compensation, performance appraisal, training and development, recruitment and
selection and career planning on employee performance? To what extent
compensation, performance appraisal, training and development, recruitment and
selection and career planning affect employee’s performance in Nepalese commercial
banks? What is the relationship of compensation, performance appraisal, training and
development, recruitment and selection and career planning with employee
performance? This is the conceptual frame work of the research. On the basis of

research question the objectives of the research are To Analyze the impact of
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compensation, performance appraisal, training and development, recruitment and
selection and career planning on employee’s performance. To examine the perception
of employees on compensation, performance appraisal, training and development,
recruitment and selection and career planning in Nepalese commercial banks. To
assess the relationship of compensation, performance appraisal, training and
development, recruitment and selection and career planning with employee
performance. The literature review of the research is mainly based on articles and
thesis of previous scholars of concern sectors. Both international and Nepalese
context of article and thesis are review. Human resources management practices of
banks were measured by using the descriptive-analytical method. A descriptive
survey provides an in-depth explanation of various conditions and reduces biasness

that occurs during data collection.

For this study, unipolar self-administered five Likert scale questionnaires are
distributed to respondents and response from respondents is collected. Employees
were selected through a non-probability sampling method that is convenience
sampling. The sample size for research is taken of 400 employees of commercial
banks who are currently working in different commercial banks in Nepal. Reliability
was assessed using Cronbach’s alpha values were computed using SPSS 26 to assess
the reliability of the data. Data processing was conducted using computer software,
specifically SPSS and Microsoft Excel, to analyse and organize the data for further

gxamination.

Based on previous literature, hypotheses were created and tested. The findings results
from the correlation matrix show that employee’s performance has positive
relationship with compensation, performance appraisal, training and development,
recruitment and selection and career planning. The positive coefficient estimates of
the correlation implied that there was direct relationship with employee’s
performance. However, the results show performance appraisal and training and
recruitment and selection had a significant relationship with employee’s performance,
while compensation, training and development and career planning had no significant

relationship with employees performance in the study, The impact human resources
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management practices of commercial bank found to be influencing the employees

performance found through the analysis.

5.2 Conclusion

Based on the objective analysis of data and discussion of results, the following are the
conclusion of the study: The aim of this study is to examine the impact of human
resource management practices on employees performance in Nepalese commercial
banks. For the purpose of this study has taken compensation, performance appraisal,
training and development, recruitment and selection and career planning as
independent variables. employee’s performance is taken as dependent variable as. The

findings of this study can be concluded:

From the analysis it is found that there are more female respondent in the research.
Major respondents are in age group of 25- 34. From the point of view for education
qualification it is found that respondents have majority in the group of master’s
degree. It is found that officer level is majority on designation tenure of respondents.
Most of the respondents have 0- 2 years of work tenure. From the view of marital

status of respondents it is found that majority are single.

The relationship between compensation, performance appraisal, training and
development, recruitment and selection and career planning with employee
performance shows that there is positive relationship. Some easily discernible results
leading to human resources management in employee’s performance set up

are increased productivity.

The results form correlation coefficients suggest that there is a positive relationship
between compensation provided to employees and employee’s performance.
Coefficient correlations between all the variables are positive so the results show that
there exists a positive correlation between variables. Multiple regression analysis
indicates that performance appraisal and recruitment and selection are important

factors for employee’s performance of commercial banks.
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The factor influencing the level of employee’s performance for this study taken as

independent variable (i.e., compensation, performance appraisal, recruitment and

selection, training and development and career planning) in the commercial bank have

seen to have impact on performance because factors performance appraisal and

recruitment and selection haves significance impact on employees performance.

5.3 Implications

According to the above analysis of data following implications is pit for the proper

growth and improvement and effective control of sample banks. They may implies as

follows:

This study reveals only the impact of human resource management practices
on employees performance in Nepalese commercial banks.Further research
can be carried out using large sampling of development banks and commercial
development banks too.

This study is limited to the analysis of primary data only. Further research can
be done using primary as well as secondary data with more sample size and
questionnaires which may yield different result.

As this study cover commercial banks in Nepal, it doesn’t consider financial
institutions and other sector to provide a more broad based analysis. It is also
recommended to research relationship between other concern factor.

Different government policies and NRB policies may affect the employees
performance of banking sector so to compare and find a better understanding

in the concern field of study this study will be useful.



57

REFERENCES

Abdullah, Z., Ahsan, N., & Alam, S. S. (2009). The effect of human resource
management practices on business performance among private companies in
Malaysia. International Journal of Business and Management, 4(6), 65-72.

Absar, M. M. N., Azim, M. T., Balasundaram, N., & Akhter, S. (2010). Impact of
human resources practices on job satisfaction: Evidence from manufacturing
firms in Bangladesh. Economic Sciences Series, 62(2), 31-42.

Adekola, B. (2011). Career planning and career management as correlates for career
development and job satisfaction. A case study of Nigerian Bank
Employees. Australian Journal of Business and Management Research, 2(1),
57-67.

Ademola, S. S. (2017). Impact of performance appraisal on employee performance in
Nigerian telecommunication industry. International Journal of Economics and
Business Management, 3(1), 80-90.

Aguinis, H., & Kraiger, K. (2009). Benefits of training and development for
individuals and teams, organizations, and society. Annual Review of
Psychology, 60(1), 451-474.

Aguta, U. 1., & Balcioglu, H. (2015). The impact of human resource management
practices on organizational performance: a case of private banks in North
Cyprus. International Journal of Business and Social Science, 6(6), 251-268.

Ahmad, S., Schroeder, R.G. (2003). The impact of human resource management
practices on operational performance: recognizing country and industry
differences. Journal of Operations Management, 21(1), 19-43.

Ahmed, N. O. A. (2017). Career commitment: the role of self-efficacy, career
satisfaction ~ and  organizational = commitment. World  Journal  of
Entrepreneurship, Management and Sustainable Development, 3(1), 12-23

Akhter, M., Siddique, M., & Alam, A. (2013). HRM practices and its impact on
employee performance: a study of the cement industry in Bangladesh. Global
Disclosure of Economics and Business, 2(2), 125-135.

Al-Ahmadi, H. (2009). Factors affecting performance of hospital nurses in Riyadh
Region, Saudi Arabia. International Journal of Health Care Quality
Assurance, 22(1), 40-54.



58

Anvari, R., & Amin, S. M. (2011). Strategic training practices and turnover intention:
The mediating role of organizational commitment. International Journal of

Business and Management Studies, 3(2), 293-305.

Armstrong, M. (2006). A Handbook of Human Resource Management Practice. London:

Kogan Page Publishers.

Armstrong, M. (2009). A Handbook of Human Resource Management Practice, 8th
edition, London: Kogan Page,

Aruna, M., & Anitha, J. (2015). Employee retention enablers: Generation Y
employees. SCMS Journal of Indian Management, 12(3), 94-103.

Asfaw, A. M., Argaw, M. D., & Bayissa, L. (2015). The impact of training and
development on employee performance and effectiveness: A case study of
district five administration office, Bole Sub-City, Addis Ababa,
Ethiopia. Journal of Human Resource and Sustainability Studies, 3(04), 188-
205.

Asiedu-Appiah, F., Kontor, E., and Asamoah, D. (2013). Effect of human resource
management practices on employee retention: perspectives from the mining
industry in Ghana. International Research Journal of Arts and Social Sciences.
2(2), 38-48.

Aswathappa, K. E. M. A. L. (2013). Human Resource Management: Text and cases.
Delhi: Tata McGraw-Hill Education.

Ayanda, A. M., Lawal, O. R., & Ben-Bernard, P. (2014). Effects of human resource
management practices on financial performance of banks. Transnational
Journal of Science and Technology, 4(2), 1-14.

Baledi, M., & Saed, R. A. (2017). The impact of compensation on improving
employee’s performance through job  satisfaction in Jordanian
newspaper. International Journal of Business Quantitative Economics and
Applied Management Research, 4(5), 86-102.

Baloch, Q. B., Ali, N., Kiani, T. S., Ahsan, A., & Mufty, A. (2010). Relationship
between human resource practices and perceived employees' performance of
bankers in NWFP, Pakistan. European Journal of Social Sciences, 18(2), 210-
214.



59

Baniya, L. B. (2004). Human resources development practice in Nepalese business
organization: A case study manufacturing enterprise in Pokhara. Journal of
Personnel Reviews, 39(5), 574-599.

Benson, J., & Brown, M. (2007). Knowledge workers: What keeps them committed;
what turns them away? Work, Employment and Society, 21(1), 121-141.
Bhosle, N. S. (2020). Impact of recruitment and selection strategy on employees

‘performance. Advance and Innovative Research, 1(1), 248-262.

Bratton, J., & Gold, J. (2009). Human Resource Management: Theory and Practice
(3rd ed.), Hampshire: Palgrave Macmillan.

Brown, M. and Heywood, J. S. (2005). Performance appraisal systems: Determinants
and change, British. Journal of Industrial Relations, 43(4), 659-679.

Brown, P.B. (2005). The evolving role of strategic management development. Journal
of Management Development, 24(1), 209-222.

Budhathoki, D. K. (2006). Human resources management: Journal of Nepalese
Business Studies, 1(1), 99-100.

Busari, A. H., Mughal, Y. H., Khan, S. N., Rasool, S., & Kiyani, A. A. (2017).
Analytical cognitive style moderation on promotion and turnover intention.
Journal of Management Development, 36(3), 438-464.

Cappelli, P. (2000). A market-driven approach to retaining talent. Harvard Business
Review, 78(1), 103-103.

Chalise, D. R. (2019). Employee retention in Nepalese commercial
banks. Management Dynamics, 22(1), 95-106.

Chan, S. H. J., & Mai, X. (2015). The relation of career adaptability to satisfaction
and turnover intentions. Journal of Vocational Behavior, 89(1), 130-139.
Chataut, R. (2018). Impact of training and development on employee performance in

Nepalese commercial banks. Nepalese Journal of Management, 5(4), 63-71.

Chen, M. (2014). The effect of training on employee retention. International Journal
of Economy, Commerce and Science, 14(6), 356-359.

Chew, J. C. L. (2004). The Influence of Human Resource Management Practices on
the Retention of Core Employees of Australian Organisations: An Empirical
Study. A Doctoral Dissertation Submitted to Murdoch University, Dubai.

Choi, S. L., & Panniruky, P., & Ajagbe, M. A. (2012). The impact of human resource

management practices on employees’ turnover intention: A conceptual model.



60

Interdisciplinary Journal of Contemporary Research in Business, 4(2), 629-
641.

Choo, S., & Bowley, C. (2007). Using training and development to affect job
satisfaction within franchising. Journal of Small Business and Enterprise
Development, 14(2), 339-352.

Clark, A. E. (2001). What really matters in a job? Hedonic measurement using quit
data. Labour Economics, 8(2), 223-242.

Coftie, R. B., Boateng, K. A., & Coftie, F. (2018). Achieving organizational
commitment through HRM practices: The Ghanaian banking sector
experience. International Journal of Business and Management, 13(5), 171-
184.

Cohen, G., Blake, R. S., & Goodman, D. (2016). Does turnover intention matter?
Evaluating the usefulness of turnover intention rate as a predictor of actual
turnover rate. Review of Public Personnel Administration, 36(3), 240-263.

Collins, C. J., & Clark, K. D. (2003). Strategic human resource practices, top
management team social networks, and firm performance: The role of human
resource practices in creating organizational competitive advantage. Academy
of Management Journal, 46(6), 740-751.

Cook, C. W., and Hunsaker, P. L. (2001). Management and Organizational Behavior.
London: McGraw Hill.

Cummings, G., Tourangeau, A. E., Ferron, E. M., Cranley, L. A., and Harvey, S.
(2010). Determinants of hospital nurse intention to remain employed:
Broadening our understanding. Journal of Advanced Nursing, 66(1), 22-32.

Dabale, W. P., Jagero, N., & Nyauchi, M. (2014). The relationship between training
and employee performance: The case of mutare city council, Zimbabwe.
International Journal of Human Resource Studies, 4(4), 61-72.

Daoanis, L. E. (2012). Performance appraisal system: It’s implication to employee
performance. International Journal of Economics and Management
Sciences, 2(3), 55-62.

Darden, W. R., & Babin, B. J. (1994). Exploring the concept of affective quality:
Expanding the concept of retail personality. Journal of Business Research,

29(2), 101-109.



61

Darma, P. S., & Supriyanto, A. S. (2017). The effect of compensation on satisfaction
and employee performance. Management and Economics Journal, 1(1), 36-47.

Darwish, T. K. (2013). Strategic HRM and Performance: Theory and Practice. United
Kingdom: Cambridge Scholars Publishing.

Dechawatanapaisal, D. (2018). Examining the relationships between HR practices,
organizational job embeddedness, job satisfaction, and quit intention:
Evidence from Thai accountants. Asia Pacific Journal of Business
Administration, 10(2/3), 130-148.

Delaney, J. T., & Huselid, M. A. (1996). The impact of human resource management
practices on perceptions of organizational performance. Academy of
Management Journal, 39(4), 949-969.

Dessler, G. (2008). Human Resource Management (11th edition). New Delhi, Prentice
Hall, of India Private Ltd.

Dhingra, D. (2015). HRM practices and its impact on organizational performance in
India. International Journal of Multidisciplinary Research and Development,
2(10), 669-671.

Dialoke, I., & Nkechi, P. A. J. (2017). Effects of career growth on employee’s
performance: A study of non-academic staff of Michael Okpara University of
Agriculture Umudike Abia State, Nigeria. Singaporean Journal of Business
Economics, and Management Studies (SJBEM), 9(4), 66-70.

Duah, P., & Danso, B. A. (2017). The impact of training and development on retention
of employees in capital bank in Ghana. International Journal of Academic
Research and Development, 2(5), 526-532.

Dubrin, J. (2008). Essentials of Management. New York: Cengage Learning Nelson
Education.

Ehsan, H. (2018). Impact of performance appraisal, work design and compensation on
employee performance: A study of Telecom Sector. Journal of Global
Economics, 6(3), 1-9.

Frye, M. B. (2004). Equity[based compensation for employees: Firm performance
and determinants. Journal of Financial Research, 27(1), 31-54.

Gamage, A. S. (2014). Recruitment and selection practices in manufacturing SMEs in
Japan: An analysis of the link with business performance. Ruhuna Journal of

Management and Finance, 1(1), 37-52.



62

Garavan, T. N., Hogan, C., & Cahir- O’Donnell, A. (2003). Making Training &
Development Work. Dublin: Oak Tress Press.

Georgellis, Y., Lange, T., Petrescu, A. 1., & Simmons, R. (2008). Human resource
management practices and workers' job satisfaction. International Journal of
Manpower, 29(7), 651-667.

Ghazanfar, F., Chuanmin, S., Bashir, M., & Yang, L. (2012). Human resource
management practices and organizational commitment: Empirical evidence
from the banking sector in Pakistan. Middle-East Journal of Scientific &
Research, 11(100), 1397-1406.

Gichuhi, A. W., Abaja, P. O., & Ochieng, 1. (2013). Effect of performance appraisal
on employee productivity: A case study of supermarkets in Nakuru Town,
Kenya. Asian Journal of Business and Management Sciences, 2(11), 42-58.

Govaerts, N., Kyndt, E., Dochy, F., & Baert, H. (2011). Influence of learning and
working climate on the retention of talented employees. Journal of Workplace
Learning, 23(1), 35-55.

Goyal, R., & Shrivastava, M. (2012). A study of HR practices and their impact on
employees job satisfaction and organizational commitment in pharmaceuticals
industries. International Journal of Business Trends and Technology, 2(3), 22-
28.

Gratton, L., & Ghoshal, S. (2003). Managing personal human capital: New Ethos for
the ‘volunteer’ employee. European Management Journal, 21(1), 1-10.
Greguras, G. J., Ployhart, R. E., & Balzer, W. K. (1996). Performance appraisal
training program for wood county council on alcohol and drug abuse. Bowling
Green, OH: Bowling Green State University. Institute for Psychological

Research and Application. 4(3), 16-20.

Guest, D., & Conway, N. (2011). The impact of HR practices, HR effectiveness and a
‘strong HR system on organizational outcomes: A stakeholder perspective. The
International Journal of Human Resource Management, 22(8), 1686-1702.

Gulzar, H.T. (2015). The impact of HRM practices on organizational performance.
Indian Journal of Fundamental and Applied Life Sciences, 5(2), 2036-2045.

Gupta, S., Bostrom, R. P., & Huber, M. (2010). End-user training methods: what we
know, need to know. ACM SIGMIS Database. the DATABASE for Advances in
Information Systems, 41(4), 9-39.



63

Glirbiiz, S. (2009). The effect of high performance HR practices on employees’ job
satisfaction. Istanbul Universitesi Isletme Fakiiltesi Dergisi, 38(2), 110-123.

Hameed, A., Ramzan, M., & Zubair, H. M. K. (2014). Impact of compensation on
employee performance (empirical evidence from banking sector of
Pakistan). International journal of business and social science, 5(2), 55-73.

Hassan, M., Hassan, S., Khan, M. F. A., & Igbal, A. (2013). Impact of HR practices
on employee satisfaction and employee loyalty: An empirical study of
government owned public sector banks of Pakistan. Middle-East Journal of
Scientific Research, 16(1), 01-08.

Hassan, R. (2014). Factors influencing turnover intention among technical employees
in Information technology organization: A Case of XYZ (M) SDN.
BHD. International Journal of Arts and Commerce, 3(9), 120-137.

Hassan, S. (2016). Impact of HRM  practices on employee’s
performance. International Journal of Academic Research in Accounting,
Finance and Management Sciences, 6(1), 15-22.

Hassan, S., & Mahmood, B. (2016). Relationship between HRM practices and
organizational commitment of employees: An empirical study of textile sector
in Pakistan. International Journal of Academic Research in Accounting,
Finance and Management Sciences, 6(1), 23-28.

Hee, O. C., Cheng, T. Y., Yaw, C. C., Gee, W. V., Kamaludin, S. M., & Prabhagaran,
J. R. (2016). The influence of human resource management practices on
career satisfaction: Evidence from Malaysia. International Review of
Management and Marketing, 6(3), 517-521.

Heneman, H. G., & Milanowski, A. T. (2007). Assessing human resource practices
alignment: a case study. Journal of Human Resource Management, 50(1), 45-
64.

Hoque, A. S. M. M., Awang, Z. B., Siddiqui, B. A., & Sabiu, M. S. (2018). Role of
employee engagement on compensation system and employee performance
relationship  among  telecommunication  service  providers  in
Bangladesh. International Journal of Human Resource Studies, 8(3), 1937-
1957.

Howell, L. P., Elsbach, K. D., & Villablanca, A. C. (2016). The role of compensation

criteria to minimize face-time bias and support faculty career flexibility: An



64

approach to enhance career satisfaction in academic pathology. Academic
Pathology, 3(1), 1-9.

Huselid, M. A. (1995). The impact of human resource management practices on
turnover, productivity and corporate financial performance. Academy of
Management Journal, 38(3), 635-672.

Igbal, N., Ahmad, N., Haider, Z., Batool, Y., & Ul-ain, Q. (2013). Impact of
performance appraisal on employee’s performance involving the moderating
role of motivation. Oman Chapter of Arabian Journal of Business and
Management Review, 34(981), 1-20.

Jackson, S. E., and Schuler, R. S. (2000). Managing Human Resources: A Partnership
Perspective. Ohio: South-Western College Publishing.

Javed, M. (2014). Determinants of job satisfaction and its impact on employee
performance and turnover intentions. International Journal of Learning and
Development, 4(2) 56-61.

Jeet, V., & Sayeed, U. (2014). A study of human resource management practices and
organizational commitment in self-financed professional institutions.
International Journal of Advance Research in Computer Science and
Management Studies, 2(1), 69-73.

Judge, T. A., Cable, D. M., Boudreau, J. W., & Bretz Jr, R. D. (1995). An empirical
investigation of the predictors of executive career success. Personnel
Psychology, 48(3), 485-519.

Kacmar, M. K., Andrews, M. C., Van Rooy, D. L., Chris Steilberg, R., & Cerrone, S.
(2006). Sure everyone can be replaced... but at what cost? Turnover as a
predictor of unit-level performance. Academy of Management Journal, 49(1),
133-144.

Kang, H. J., Gatling, A., & Kim, J. (2015). The impact of supervisory support on
organizational commitment, career satisfaction, and turnover intention for
hospitality frontline employees. Journal of Human Resources in Hospitality
& Tourism, 14(1), 68-89.

Karatepe, O. M., & Vatankhah, S. (2015). High-performance work practices, career
satisfaction, and service recovery performance: A study of flight attendants.

Journal of Business Economics and Management Studies, 70(1), 56-71.



65

Katou, A. A., & Budhwar, P. S. (2007). The effect of human resource management
policies on organizational performance in Greek manufacturing
firms. Thunderbird International Business Review, 49(1), 1-35.

Kepha, O., Mukulu, E., & Waititu, G. A. (2014). The influence of recruitment and
selection on the performance of employees in research institutes in
Kenya. International Journal of Science and Research, 3(5), 132-138.

Kerego, K., Mthupha, D.M. (1997). Job satisfaction as perceived by agricultural
extension workers in Swaziland. South African Journal of Agricultural
Extension, 23(2), 19-24.

Khan, M. A. (2010). Effects of human resource management practices on
organizational performance—an empirical study of oil and gas industry in
Pakistan. Journal of Economics, Finance and Administrative Sciences, 24(6),
157-174.

Khan, R. A. G., Khan, F. A., & Khan, M. A. (2011). Impact of training and
development on organizational performance. Global Journal of Management
and Business Research, 11(7), 63-68.

Khera, S. N. (2010). Human resource practices and their impact on employee
productivity: a perceptual analysis of private, public and foreign bank
employees in India. DSM Business Review, 2(1), 65-86.

Kinnear, L., & Sutherland, M. (2001). Money is fine but what's the bottom-
line? People Dynamics, 19(1), 14-19.

Kum, F. D., Cowden, R., & Karodia, A. M. (2014). The impact of training and
development on employee performance: A case study of ESCON
Consulting. Singaporean Journal of Business Economics and Management
Studies, 3(3), 72-105.

Kumar, G. S., and Santhosh, C. (2014). Factor analysis approach to explore
dimensions of employee retention in BPO industry in Kerala. Journal of
Social Welfare and Management, 6(2), 69-86.

Kweka, N. A., and Sedoyeka, E. (2014). Labour turnover in Tanzania telecom vs.
banking sectors. International Journal of Computing and ICT Research, 8(2),
65-82.



66

Kyndt, E., Dochy, F., Michielsen, M., & Moeyaert, B. (2009). Employee retention:
Organisational and personal perspectives. Vocations and Learning, 2(3), 195-
215.

Lamba, S., & Choudhary, N. (2013). Impact of HRM practices on organizational
commitment of employees. International Journal of Advancements in
Research & Technology, 2(4), 407-423.

Light, J. N., (2004). Relationships and effects of employee involvement, employee
empowerment and employee satisfaction by job-type in a large manufacturing
environment, Global Management Review, 19(6), 216-248.

Lochhead, C., & Stephens, A. (2004). Employee retention, labour turnover and
knowledge transfer: case studies from the Canadian plastics sector. Canadian
Labour and Business Centre Report, 2(3), 195-215.

Maertz Jr, C. P., & Griffeth, R. W. (2004). Eight motivational forces and voluntary
turnover: A theoretical synthesis with implications for research. Journal of
Management, 30(5), 667-683.

Mahmood, M. M. H. (2004). The Institutional Context Of Human Resource Practices:
case Studies of Multinational Subsidiaries in Bangladesh. A Doctoral
Dissertation Submitted to University of Manchester, United Kingdom.

Mainali, R. (2010). Performance Appraisal and its Implementation in the Nepalese

Civil Service. A Doctoral Dissertation Submitted to KDI School, South Korea.

Majumder, M., & Hossain, T. (2012). Human resource management practices and
employees’  satisfaction  towards  private  banking  sector in
Bangladesh. International Review of Management and Marketing, 2(1), 52-58.

Martin, M. J. (2011). Influence of Human Resource Practices on Employee Intention
to Quit. A Doctoral Dissertation Submitted to the Faculty of Virginia
Polytechnic Institute and State University, United States.

Mathis, R, L., & Jackson, J. H. (2000). Human Resources Management. Ohio: South-
Western Collage Publishing.

Menze, M. N. M. (2007). The Impact of Stress on Productivity of Employees at the
Education Training and Development Practices: Sector Education and
Training Authority. A Doctoral Dissertation Submitted to University of

Pretoria, South Africa.



67

Mizan, M. R., Jamal, M. U., & Shaheed, M. M. (2013). The role of human resource
management practices on job satisfaction and organizational commitment in
banking sector of Bangladesh. Journal of Faculty of Business Administration
(JFBA), 9(1-2), 39-54.

Neog, B. B., & Barua, M. (2015). Factors affecting employee’s retention in
automobile service workshops of assam: An empirical study. The SIJ
Transactions on Industrial, Finance & Business Management (IFBM), 3(1), 9-
18.

Neuman, S. B., & Cunningham, L. (2009). The impact of professional development
and coaching on early language and literacy instructional practices. American
educational research journal, 46(2), 532-566.

Neupane, R. (2016). A study on relationship between job satisfaction and
organizational commitment among the employees of banking sector in Nepal.
International Journal of Science Technology and Management, 5(11), 207-
216.

Newman, J. E. (1974), Predicting absenteeism and turnover: A field comparison of
Fishbeins model and traditional job attitude measures. Journal of Applied
Psychology, 59(5), 610-615.

Nie, D., Lamsi, A. M., & Pucétaite, R. (2018). Effects of responsible human
resource management practices on female em-ployees’ turnover intentions.
Business Ethics: A European Review, 27(1), 29-41.

Oaya, Z. C. T., Ogbu, J., & Remilekun, G. (2017). Impact of Recruitment and
Selection Strategy on Employees Performance: A Study of Three Selected
Manufacturing Companies in Nigeria. International Journal of Innovation and
Economic Development, 3(3), 32-42.

Odden, G. A., & Avon, J. (2001). The effects of organizational learning culture and
job satisfaction on motivation to transfer learning and turnover intention.
Human Resource Development Quarterly, 15(3), 279-301.

Oluoch, J. O. (2013). Influence of Best Human Resource Management Practices on
Organizational Performance: A Case of College of Humanities and Social
Sciences University of Nairobi, Kenya. A Doctoral Dissertation Submitted to
University of Nairobi, Kenya.



68

Osemeke, M. (2012). The impact of human resource management practices on
organizational performance: A study of Guinness Nigeria Plc. AFRREV IJAH:
An International Journal of Arts and Humanities, 1(1), 79-94.

Pandey, D. L. (2020). Impact of HR practices on employee satisfaction: A study of
Nepalese financial sector. Test Engineering and Management, 83(1), 17306-
17319.

Panta, B. (2014). Human resources management and organizational performance in
commercial banks. Journal of Business, 4(1), 51-60.

Pantha, S. (2020). 4 Study on Employee Job Satisfaction in the Banking Sector in
Nepal. A Master Thesis Submitted to Centria University Of Applied Sciences,
Finland.

Pathak, G. P. (2018). Influence of retention factors on employee’s commitment:
Evidence from Nepalese Commercial Banks. International Journal of
Innovative Research in Science, Engineering and Technology, 7(6), 7031-
7039.

Paudel, U. (2016). Impact of employee motivation on organizational performance of
Nepalese commercial banks. Nepalese Journal of Business, 3(2), 93-106.

Pfeffer, J. (2005). Changing mental models: HR"s most important task. Human
Resource Management, 44(1), 123-128.

Pieper. (1990). Human resource management: An international comparison, business
and economics. Journal of Business and Economics, 26(26), 119-130.

Pradhan, G. M. (2019). Impact of human resource management practices on
organizational performance (a case of Nepal). Nepalese Journal of
Management, 5(2), 14-31.

Price, A. (2004). Human Resource Management in a Business Context. London:
Thomson Learning.

Pudelko, M., & Harzing, A. W. (2007). Country of origin, localization, or dominance
effect? An empirical investigation of HRM practices in foreign subsidiaries.
Nepalese Journal of Human Resource Management, 46(4), 535-559.

Rahman, M. M. & Igbal, M. F. (2013). A comprehensive relationship between job
satisfaction and turnover intention of private commercial bank employees’ in

Bangladesh. International Journal of Science and Research, 2(6), 17-23.



69

Rai, R. K. (2016). Factor Analysis of human resource practices in Nepalese insurance
companies. International Research Journal of Management Science, 1(1), 45-
67.

Rashidi, A. A., & Rahman M. (2012). Retention issues in banking industries of
Pakistan: A case study of Habib Metro and Soneri Bank. Journal of
Independent Studies on Management& Social Sciences & Economics, 11(1),
57-66.

Rijal, B. (2018). Impact of compensation on employee performance of Nepalese
commercial banks. Nepalese Journal of Management, 5(2), 65-74.

Rizwan, M., Waseem, A., & Bukhari, S. A. (2014). Antecedents of job stress and its
impact on job performance and job satisfaction. International Journal of
Learning & Development, 4(2), 187-203.

Rowland, C. A., Hall, R. D., & Altarawneh, 1. (2017). Training and development:
Challenges of strategy and managing performance in Jordanian banking.
EuroMed Journal of Business, 12(1), 36-51.

Rubel, M. R. B., & Kee, D. M. H. (2015). High commitment compensation practices
and employee turnover intention: Mediating role of job satisfaction.
Mediterranean Journal of Social Sciences, 6(6), 321-345.

Sahu, A., and Gupta, M. (1999).An empirical analysis of employee turnover in a
software organization. Indian Journal of Industrial Relations, 35(1), 55-73.

Saleem, S., & Amin, S. (2013). The impact of organizational support for career
development and supervisory support on employee performance: An empirical
study from Pakistani academic sector. European Journal of Business and
Management, 5(5), 194-207.

Salleh, A. M. M., Omar, K., Aburumman, O. J., Mat, N. H. N., & Almhairat, M. A.
(2020). The impact of career planning and career satisfaction on employee's
turnover intention. Entrepreneurship and Sustainability Issues, 8(1), 218-230.

Sani, A. D. (2012). Strategic human resource management and organizational
performance in the Nigerian insurance industry: The impact of organizational
climate. Business Intelligence Journal, 5(1), 8-20.

Santhanam, N., Dyaram, L., & Ziegler, H. (2017). Impact of human resource

management practices on employee turnover intentions: Moderating role of



70

psychological contract breach. Journal of Indian Business Research, 9(3),
212-228.

Sattar, S. & Ahmed, S, (2014). Factors effecting employee turnover in banking sector.
Developing Country Studies, 4(3), 110-115.

Selase, A. E. (2018). The impact of recruitment and selection criteria on
organizational performance. GN Bank, Greater Accra Region of Ghana as the
Mirror. Journal of Public Administration and Governance, 8(3), 283-295.

Sels, L., De Winne S., Maes, J., Faems, D., Delmotte, J., and Forrier, A. (2003). How
HRM affects corporate financial performance: Evidence from Belgian SMEs.
Working Paper Steunpunt OOI: 2003, Department of Applied Economics,
Katholieke Universiteit, Leuven.

Shahzad, K., Bashir, S., & Ramay, M. 1. (2008). Impact of HR practices on perceived
performance of university teachers in Pakistan. International review of
business research papers, 4(2), 302-315.

Shahzadi, 1., Javed, A., Pirzada, S. S., Nasreen, S., & Khanam, F. (2014). Impact of
employee motivation on employee performance. European Journal of
Business and Management, 6(23), 159-167.

Shaukat, R., Yousaf, A., & Sanders, K. (2017). Examining the linkages between
relationship conflict, performance and turn-over intentions: Role of job
burnout as a mediator. International Journal of Conflict Management, 28(1),
4-23.

Shaw, J. D., Delery, J. E., Jenkins Jr, G. D., & Gupta, N. (1998). An organization-level
analysis of voluntary and involuntary turnover. Academy of Management
Journal, 41(5), 511-525.

Shepard, J. R., and Greene, W. (2003). Sociology and You. Ohio Glencoe: McGraw-
Hill

Shetty, D. (2018). Impact of employee's job satisfaction on organizational
performance in Nepalese commercial banks. Nepalese Journal of
Management, 5(2), 75-85.

Shrestha, M. (2019). Practices of human resource management in Tribhuvan
University. International Journal of Social Sciences and Management, 6(2),

40-46.



71

Singh, H. B. (2018). Job Satisfaction and Employee Turnover Intention in Insurance
Industry: The Nepalese Evidence. A Doctoral Dissertation Submitted to
School of Management Singhania University Pacheri Bari.

Singh, K. (2004). Impact of HR practices on perceived firm performance in India.
Asia Pacific Journal of Human Resources, 42(3), 301-317.

Singh, N. R., & Kassa, B. (2016). The impact of human resource management
practice on organizational performance - a study on Debre Brehan University.
International Journal of Recent Advances in Organizational Behavior and
Decision Sciences, 1(1), 643-662.

Singh, S. P, & Rana, S. (2015). The impact of performance appraisal on
organizational commitment of bank employees. International Journal of
science and research, 4(4), 2964-2967.

Som, A. (2008). Innovative human resource management and corporate performance
in the context of economic liberalization in India. The International Journal
of Human Resource Management, 19(7), 1278-1297.

Spurk, D., Abele, A. E., & Volmer, J. (2015). The career satisfaction scale in context:
A test for measurement invariance across four occupational groups. Journal
of Career Assessment, 23(2), 191-209.

Stavrou, E. T. (2005). Flexible work bundles and organizational competitiveness: a
cross|national study of the European work context. Journal of Organizational
Behavior: The International Journal of Industrial, Occupational and
Organizational Psychology and Behavior, 26(8), 923-947.

Sutanto, E. M., & Kurniawan, M. (2016). The impact of recruitment, employee
retention and labor relations to employee performance on batik industry in
Solo City, Indonesia. International Journal of Business and Society, 17(2),
375-390.

Tahir, N., Yousafzai, 1. K., Jan, S., & Hashim, M. (2014). The impact of training and
development on employee’s performance and productivity a case study of
United Bank Limited Peshawar City, KPK, Pakistan. International Journal of
Academic Research in Business and Social Sciences, 4(4), 86-98.

Tessema, M. and Soeters, J. (2006). Challenges and prospects of HRM in developing
countries: Testing the HRM-performance link in Eritrean civil service.

International Journal of Human Resource Management, 17(1), 86- 105.



72

Timpothy, J. A. (2005). New venture creation: Entrepreneurship for the 21st Century
(2005). Journal of Small Business Management, 43(1), 16-40.

Ting, Y. (1997). Determinants of job satisfaction of federal government
employees. Public Personnel Management, 26(3), 313-334.

Tiwari, P. & Saxena, K. (2012). Human resources management practices: A
comprehensive review. Journal of Business Review, 9(2), 669-705.

Van Der Weijden, I., Teelken, C., de Boer, M., & Drost, M. (2016). Career
satisfaction of postdoctoral researchers in relation to their expectations for the
future. Higher Education, 72(1), 25-40.

Wall, T. D., & Wood, S. J. (2005). The romance of human resource management and
business performance, and the case for big science. Human Relations, 58(4),
429-462.

Wan, D., Kok, V., and Hong, C.H. (2002). Strategic human resource management and
organizational performance in Singapore. Compensation and Benefits Review
Saranac, 39(4), 836-866.

Wright, P. M., Gardner, T. M., & Moynihan, L. M. (2003). The impact of HR
practices on the performance of business units. Human Resource Management
Journal, 13(3), 21-36.

Yean, T. F., & Yahya, K. K. (2013). The influence of human resource management
practices and career strategy on career satisfaction of insurance agents.
International Journal of Business and Society, 14(2), 193-206.

Yeh, Y. (2014). The effect of organizational culture on career planning and its impact
to work motivation and employees performance. International Journal of
Management Sciences and Business Research, 3(1), 35-50.

Younas, W., Farooq, M., Khalil-Ur-Rehman, F., & Zreen, A. (2018). The impact of
training and development on employee performance. /IOSR Journal of
Business and Management (IOSR-JBM), 20(7), 20-23.

Yousaf, A., Sanders, K., & Yustantio, J. (2018). High commitment HRM and
organizational and occupational turnover intentions: the role of organizational
and occupational commitment. The International Journal of Human Resource

Management, 29(10), 1661-1682.



6/4/24, 10:27 AM Summary Report

IMPACT OF HUMAN RESOURCE MANAGEMENT PRACTICES O... Similarity Index
By: Laxmi Kumari Sharma 1 90/
As of: Jun 4,2024 10:26:13 AM o

16,808 words - 123 matches - 19 sources

Mode: Summary Report v

- sources:

393 words / 2% - from 30-May-2023 12:00AM
uniglobe.edu.np

238 words / 1% - from 10-Sep-2023 12:00AM
elibrary.tucl.edu.np

205 words / 1% - from 18-Jan-2024 12:00AM
elibrary.tucl.edu.np

198 words / 1% - from 12-Jul-2023 12:00AM
elibrary.tucl.edu.np

198 words / 1% - from 27-Feb-2024 12:00AM
elibrary.tucl.edu.np

135 words / 1% - Internet from 11-Dec-2022 12:00AM
elibrary.tucl.edu.np

121 words / 1% - Internet from 14-Jan-2023 12:00AM
elibrary.tucl.edu.np

242 words / 1% - Internet from 02-Jan-2023 12:00AM
nepjol.info

226 words / 1% - Internet from 16-Oct-2022 12:00AM
repository.out.ac.tz

213 words / 1% - from 17-Jul-2023 12:00AM
www.peoplehum.com

180 words / 1% - Internet from 05-Dec-2022 12:00AM
text-id.123dok.com

146 words / 1% - Internet from 08-May-2020 12:00AM
docplayer.net

https://app.ithenticate.com/en_us/report/108886465/summary 1/32


https://uniglobe.edu.np/wp-content/uploads/2023/04/Perspectives-in-Nepalese-Management-Inner_compressed.pdf
https://elibrary.tucl.edu.np/bitstream/123456789/9810/1/All%20thesis.pdf
https://elibrary.tucl.edu.np/bitstream/123456789/18811/1/All%20thesis.pdf
https://elibrary.tucl.edu.np/bitstream/123456789/15773/1/Full%20Thesis.pdf
https://elibrary.tucl.edu.np/bitstream/123456789/16974/2/Full%20thesis.pdf
https://elibrary.tucl.edu.np/bitstream/123456789/6259/1/Sabina%20Aryal_3.pdf
https://elibrary.tucl.edu.np/bitstream/123456789/9811/2/Chapter.pdf
https://nepjol.info/index.php/irjms/article/download/28141/23196/83262
http://repository.out.ac.tz/737/1/SUBMITTED_DISSERTATION.docx
https://www.peoplehum.com/glossary/hr-theories?fbclid=IwAR3nRqb69eP5dKi7Ox_4HvdsueHteokNScXQFvaP3DHUtmuK7GgWZVNDUM8
https://text-id.123dok.com/document/y4xmdv9z-the-impact-of-recruitment-employee-retention-and-labor-relations-to-employee-performance-on-batik-industry-in-solo-city-indonesia-scientific-repository-1.html
http://docplayer.net/13207154-The-impact-of-training-and-development-on-employees-performance-and-productivity-a-case-study-of-united-bank-limited-peshawar-city-kpk-pakistan.html

