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[bookmark: _Toc171948860]ABSTRACT
The purpose of the study is to measure the impact of HRM Practices on employee Commitment in Nepalese commercial banks. Descriptive and casual comparative research design is used. This study is based on primary data of   commercial banks with 400 observations in Nepal 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 Staffing, Training and Development, Compensation and Performance Appraisal 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 regression model is estimated to test the significance impact between variables. The major conclusion of the study is that among the independent variables (staffing, training and development, compensation, and performance appraisal), performance appraisal had the most effect on employee commitment. Apart from that, all of other three independent variables were found to have a significant impact on employee Commitment. The study concluded that better HRM practices in the organization leads to increase in employee commitment. 
 
Keywords: staffing, training and development, compensation, and performance appraisal, and employee commitment. 
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[bookmark: _Toc171948863]1.1 Background of the Study
Employee commitment refers to the bond an employee experiences with their organization. It is defined as the level of enthusiasm an employee has towards their tasks assigned at a workplace and the feeling of responsibility that a person has towards the Goals, mission, and vision of the company he/she is associated with. Committed personnel take possession of their paintings and are ambassadors for his or her company, each outside and inside of workplace doors. This bond between the employee and the organization improves the organization`s performance by reducing instances of turnover, absenteeism, and improving the quality of service. 

Employee commitment is crucial for an organization to meet its goals and stick to its vision. It is achieved when the goals and personal values of an employee are aligned with the goals and values of the organization. Without a stimulated workforce, an employer ought to lose all that they have been earned over the years, be it admire or its marketplace position. Employee retention is a real problem, but if organizations can make their employees feel valued, it increases commitment at work. Committed personnel take possession in their paintings and are ambassadors for his or her company, each outside and inside of workplace doors. Highly committed employees tend to work for efficiently than less committed employees with more job satisfaction. Committed employees bring benefit to the organization, including through their determination, proactive support, relatively high productivity, and an awareness of quality. 

Employee commitment to the organization is essential in determining the growth of the organization itself. It can be said that employee engagement is extremely valuable and an intangible asset that every organization needs to be successful. Therefore, it is very important for the management of any organization to promote employee engagement, as it is one of the factors that determine the success of an organization. According to study, stronger and broader commitment can improve organizational development, growth and survival Awamleh, (2016). 

Furthermore, the organization will never achieve competitiveness in terms of quality; or it is product quality or service quality if workers are not satisfied with the company. Another study showed that the presence or absence of many attributes, coming from within the organization, affects an individual's attitude towards work and his commitment to the organization. This means that attributes that can influence employee attitudes, such as job satisfaction or commitment, come from the organization itself. HRM (Human Resource Management) is regarded as a strategic advantage because it is challenging to replicate. Human Resource Management (HRM) is the exercise of recruiting, hiring, deploying, and dealing with an organization's employees. It consists of all factors of human control to correctly meet an organization's goals. HRM is responsible for creating, putting into effect, and overseeing policies governing workers and the relationship of the organization with its employees. HRM is tasked with 3 predominant functions, namely, the recruitment and reimbursement of employees, and designating work. HRM is tasked with three predominant functions, namely, the recruitment and reimbursement of employees, and designating work. HRM is an umbrella term that includes a variety of processes and aspects for the strategic management of human resources in an organization. For a company to influence and mold people's skills, attitudes, and behavior to achieve its organizational goals, human resource strategies are crucial. Therefore, previous research has shown that HR (Human Resource) policies are a key factor in a company's ability to compete successfully in the market. The effectiveness and success of the company are largely dependent on the employees' performance Hawary & Nusair, (2017).

An organization should strive to keep its talented and creative staff members in order to increase productivity. An organization needs knowledgeable and creative staff in order to operate more effectively. Research has highlighted HRM methods that influence the improvement of organizational performance. Six primary practices in HRM are planning, staffing, appraisal, compensating, training, and development options. According to research by (Hawary & Nusair, 2017) Zain Cellular Communication Company in Jordan actively engages in the typical HRM functions of training and development, recruiting, selection, performance evaluation, communication, and information sharing. Human resource management functions that (Hawary & Nusair, 2017) identified core practice categories included hiring and selection, trai ning and development, performance evaluation, and remuneration and reward.

Delaney and Huselid, (2017) assert that effective human resource management has been associated with the success of numerous top firms. As an illustration, one of the most notable and prosperous companies using effective human resource management techniques is Google. Google is one of the best firms to work for thanks to its excellent human resources procedures. Additionally, this company has been successful in keeping its top staff. Since it is all about effectively promoting job satisfaction in the workplace by improving and developing the skills and knowledge, retaining and boosting staff morale, it is important to understand which human resource management practices are important in the day-to-day operations of a firm and how these specific practices influence employee commitment. Focus on improving employees' fundamental skills through HRM practices like hiring, intensive training, broad developmental initiatives like job shifting and shared interests, as well as adoption and activation of the capability concept, joint problem-solving and encouraging team work to redesign work and motivate collective work.

An organization's HRM strategy will never be successful unless it has a comprehensive philosophy that assures its employees that they work for a company that values them, nurtures their talents, and has confidence in them. Like other managements in an organization, the HRM is responsible for both administrative and specialized tasks. As with other organizational units, the first responsibility entails planning, organizing, leading, supervising, and monitoring. Planning, evaluating, and characterizing occupations and employment processes in the area of human resources is the specialty task. Other responsibilities include training, performance evaluation, division compensation and incentive systems, occupational safety, and employee care. They support an organization's internal capacity expansion so that it may better respond to present and upcoming issues. Good HR practices also energize and motivate employees to accomplish the organization's goals. In addition to fostering dedication and drive, effective HR strategies also promote hard effort. Additionally, it fosters and develops the organization's long-term capacity to manage internal issues as well as external ones. To be regarded as a good employee in any organization, one should possess traits like high organizational dedication and contentment, high levels of service motivation, and strong ambitions to work for that organization.

The organization might use a variety of HR practices. Recruiting and selection, training and development, and performance appraisal are all influenced by HR procedures, which should have a consistent, strategic focus. A company must create a long-lasting and sustained commitment if it wants to keep its workforce.

[bookmark: _Toc171948864]1.2 Statement of the Problem
Though the banking industry is one of the most sought-after employment sectors in Nepal, it is also the industry where issues relating to employee commitment are one of the major issues, such as low career satisfaction levels in banking positions. Human resources occupy a special and delicate position in the banking sector because banking jobs have a high likelihood of low career satisfaction, low morale, role ambiguity, role conflict, and a lack of social support for their employees, all of which could lead to job stress in bank employees. 

According to findings, public institutions are facing a myriad of issues in enhancing the performance and commitment of their employees. Among the issues were lack of commitment, absenteeism, rude behavior, and inefficiency in performing tasks given to them (Saari, 2020). An officer responded as follows when asked to comment about people’s perceptions about civil service in Malaysia by a reporter “If you go on social media, you can read all the negative comments about civil servants. We need to change people’s perception of the public sector.” Batau stated that the public sector’s performances were marred by the lackadaisical attitude and lack of sense of responsibility among public sector employees (Batau, 2016). 
Bateau further highlighted that it was a popular assumption that inadequate reward, fewer work benefits, lack of opportunity for career advancement, non-conducive work environment, unattractive remuneration, lack of training and development, and the absent of recognition provided by the public organization to their employees had led them to emotionally and mentally detached from the organization. Thus, the employees are not committed and hence resulted to dismal performance of the department. The following study questions are used to investigate the impact of HRM strategies/ practice on employee commitment in Nepalese banking:
a. What are the major HRM practice used in organization commitment of the employees in Commercial Bank?
b. What is the relationship between HRM practice and organization commitment of the employees in Commercial Bank?
c. How does HRM practice affect the organization commitment of the employees in Commercial Bank?

[bookmark: _Toc171948865]1.3 Objective of the Study 
The main objective of the study is to analyze the HRM practices on employee commitment in Nepalese Commercial bank. The other specific objective are as follows:  
a. To examine the HRM practice in employee commitment in Commercial Bank.
b. To analyze the relationship between HRM practice and employee commitment in Commercial Bank.
c. To analyze the effect of HRM practice in employee commitment in Commercial Bank.

[bookmark: _Toc171948866]1.4 Research Hypotheses
A hypothesis is a proposed explanation or informed guess for a phenomenon or observation in research that is based on prior knowledge or theory. A statement that implies a connection between two or more variables is usually put to the test using empirical research. A hypothesis is a speculative response to a research issue. 
Therefore, the Study considers Staffing, Training and Development, Compensation and Performance Appraisal as HRM Practices and Employee commitment as dependent variables. Therefore, here come up with the following research hypothesis to answer the corresponding research questions.

H1: There is a significant impact of staffing on employee commitment.
H2: There is a significant impact of training and development on employee commitment.
H3: There is significant impact of compensation on employee commitment
H4: There is significant impact of Performance Appraisal on employee commitment.

[bookmark: _Toc171948867]1.5 Significance of the Study
The main objective of this study is to investigate how HRM practices affect employee commitment in Nepalese Commercial Banks to offer guidance to those banks' human resource managers. The specific HRM practices that are focused in this study are compensation, training and development, staffing, and performance appraisal of the employees. Moreover, the study will also try to find among these independent variables which affect the dependent variable (employees’ commitment) the most. Since they may demonstrate the need for proper funding for human resources initiatives including money for training and development, remuneration that improves the company's position and competitiveness in luring and retaining valuable individuals, and so on. The study will also pave the way for future research into the HRM practices that might have the biggest impact on employee loyalty in Nepalese Commercial Banks. This study will also be helpful to people who plan to research topics linked to banking and financial institutions, human resources, and those institutions.

[bookmark: _Toc171948868]1.6 Limitation of the study
This study is based upon the assumption that employee commitment is based on compensation, training and development, staffing, and performance appraisal. And this study is trying to find out which one among these variables is the most significant one. In addition, this study only considers the participants from Kathmandu Valley only. Thus, one of the limitations of this study is that this study might not show the truth about employee commitment of employee outside Kathmandu Valley.
Some of the other limitations of this study are listed below:
a. This study considers only a few Commercial banks. This limits the generalization of results to a larger extent.
b. The convenience sampling technique is used which has its own limitations and thus limits the outcome of the study.
c. This study only undertakes the response of the officers, and middle and top-level employees but not the response of other employees.
d.  The information provided by respondents may reflect biases, as the questionnaire requires some personal information.
e.  This study is that the population is only limited to Kathmandu valley, which largely narrows the pool for the sample as well. 


[bookmark: _Toc171948869]CHAPTER II
[bookmark: _Toc171945196][bookmark: _Toc171948870]LITERATURE REVIEW

[bookmark: _Toc171948871]2.1 Conceptual Review
HRM refers to a set of policies that are developed with the aim of maximizing organizational integration, employees’ commitment, and flexibility, and quality Tabouli, et al., (2016). Within that domain, the current interest is focused on HRM systems emphasizing all or most of the following Practices: sophisticated selection methods, appraisal, training, teamwork, communications, empowerment, and performance-related pay, and employment security Wallance, et al., (2013).

Employee commitment to the organization is essential in determining the growth of the organization itself. It can be said that employee engagement is extremely valuable and an intangible asset that every organization needs to be successful. Therefore, the management of any organization needs to promote employee engagement, as it is one of the factors that determine the success of an organization. According to the study, stronger and broader commitment can improve organizational development, growth, and survival Awamleh, (2016). This research examined the relationship between organizational and human practices and commitment by focusing on two HR practices: selection (person-job fit), compensation, and recognition. Both of these activities have been shown to have a significant impact on commitment. The core staff's dedication is significantly influenced by rewards and recognition. Equal pay for equal work fosters a contractual and psychological agreement between employees and employers, whereas compensation gives employees recognition. 

Information about how HRM practices can affect organizational performance was gathered from service sector organizations in Lithuania by Savaneviciene et al., (2011). The study showed the value of employee capacity, motivation, participation opportunities, skill development, motivation development, and engagement development. The organizational commitment and job satisfaction are positively correlated with these HRM strategies. The study's findings indicate that employee organizational commitment is more positively impacted by skills-enhancing HRM practices than by engagement-enhancing ones since engagement increases employee work satisfaction. According to the study's findings, fair compensation and competency development have an impact on organizational commitment. 

In the retail and garment industry, Nkosi (2017) identified and discussed aspects that affect organizational commitment. Compensation, career growth and development, leadership, benefit plans, the nature of the job itself, training and development, performance management, and the workplace environment were all taken into consideration. 

According to Shahnawaz et al. (2006), 45 participants from each of two separate organizations—a research-based company and the fashion industry—were used to compare various HRM approaches. The goal of the study was to calculate the proportion of commitment in the two industries that may be attributable to HRM procedures. The study looked at five HRM-related factors, including compensation methods, training and development, performance evaluation, and hiring processes. This study demonstrates the correlation between employee commitment and motivation, i.e., the higher the employee commitment, the more motivated they will be to work for their company. Committed workers exhibit a strong feeling of responsibility, which relieves managers of the burden of constantly monitoring and supervising their staff. The study also shown that a dedicated employee decreased organizational costs by lowering costs associated with recruitment and selection. The study's findings were supported by HRM practice, which greatly strengthens corporate commitment.

In a Brazilian information technology company, a survey with 307 participants was conducted in (2013) by Scheible. The study demonstrated how employee perceptions of human resource management methods effect organizational commitment and entrenchment. According to the research, an emotive commitment has a significant and favorably correlated link with perceptions of HRM activities. According to the study, these HR practices in the firm improve affective commitment but have little bearing on entrenchment. However, the study's findings show that commitment and entrenchment are distinct concepts.
 According to Sendogu et al. (2013), for this study, which analyzed the impact of HR practices in the four key Konya sectors, the researcher adopted 56 HRM practices (machinery, electrical, automotive and food sectors). Multiple regression analysis and correlation analysis were both employed in this study to examine the relationship between the variables. According to the research, there is a strong and significant link between organizational commitment and HRM variables. 

[bookmark: _Toc171948872]2.2 Literature Review
This chapter discusses the relevant research on HRM practices and employee commitment that has been used to construct the Conceptual framework for this study's investigation of how HRM affects employee commitment in a Nepalese commercial bank.

The present relationship between human resource management methods and the retention of key personnel working in nine Australian firms was Chew, et al.,( 2012). This study examined the relationship between organizational and human practices and commitment by focusing on two HR practices: selection (person job fit), compensation, and recognition. Both of these activities have been shown to have a significant impact on commitment. The core staff's dedication is significantly influenced by rewards and recognition. Equal pay for equal work fosters a contractual and psychological agreement between employees and employers, whereas compensation gives employees recognition. 

Foss, et al., (2015) Put forward his view of multiple foci to employee commitment. According to his view, commitment is a process of identification with the goals of the organization’s multiple constituencies such as top management, customers, unions, and the public at large. In a meta-analytic study it was found that all the three forms of commitment, namely, affective, normative, and continuance are related yet distinguishable from one another based on other similar constructs such as job satisfaction, job involvement, and occupational commitment Meyer, et al., (2007),. All the three forms of commitment are negatively related to withdrawal cognition and turnover while affective commitment had the strongest correlation with organizational relevant (attendance, performance, and organizational citizenship behaviors).it was also identified that personal characteristics, job characteristics, and work experiences as antecedents of Employees commitment Mowday, et al., (2010) .

 Personal characteristics include the need for achievement, age and education. Job characteristics include task identity, optional interaction, and feedback. Work experiences include group attitudes, organizational dependability, and personal import. It was also found that both caring and independence climate types and job satisfaction had significant impacts on Employees commitment Dheera & Krishna, (2020). Myriad pieces of literature on employee commitment suggests that it is a research amenable construct as it is used as antecedent, dependent, mediating, and moderating variables Tabouli, et al., (2016). 

However, for the purpose of this research, intend to examine employee commitment only as a dependent variable. Before discussing Human resource management practices, it is useful to define what constitutes human resource and what is meant by HRM. Human resource is only about the person physically hired but also the knowledge and expertise the person possesses. Hence, the use of the term “human resource” suggests that employees are part of the company’s stock which can be drawn on and developed for organizational ends Lim & Ling, (2012). 

Furthermore, it was defined that HRM as the process of acquiring, training, appraising, and compensating employees, and of attending to their labor relations, health and safety, and fairness concerns Dessler, (2009). HRM refers to a set of policies that are developed with the aim of maximizing organizational integration, employees’ commitment, and flexibility, and quality Tabouli, et al., (2016). Within that domain, the current interest is focused on HRM systems emphasizing all or most of the following Practices: sophisticated selection methods, appraisal, training, teamwork, communications, empowerment, and performance-related pay, and employment security Wallance, et al., (2013). 
Additionally, he cited factors that lead to growing interest in HRM such as the search for competitive advantage, the failure of personnel management, the decline in trade union pressure, changes in the workforce and nature of work, and the availability of new models derived from organizational behavior. Hence, there is not a single agreed or a fixed list of Human resource management practices or systems of Practices that are used to define or measure HRM Paauwe, (2008). In addition, there is no consensus on what constitutes Human resource management practices across the globe. The notion of HRM was originated in the U.S.; this view though widely accepted has also been widely criticized Rees & Smith,( 2014).

Usrof and Elmorsey, (2016) mentioned about different models like Michigan/Columbia model, the Harvard Model, the Guest Model, and the Warwick Model. It was suggested that soft HRM model, is in contrast to the Michigan approach (also called hard HRM). They stated that the soft model is geared towards employee development while the hard model is built upon employee incentive towards optimal performance Gorton, (2009). Reappraised the soft and hard models of HRM, which were originally discussed. Foss, et al., (2015). They differentiated between soft and hard models in terms of two criteria, namely, underlying perceptions of human nature and managerial control strategies. They asserted that the soft perspective is characterized by a developmental-humanist stance and the hard perspective by an instrumental-utilitarian stance. 

 Edgar and Geare , (2005) emphasized on the fact that the extensive use of High-Involvement Work Practices (HIWPs) represent significant investment in human capital and firms are likely to utilize HIWPs when employees are deemed as critical. Thus, the HIWPs strategy starts with management philosophies and core values that emphasize the significance of employees as a source of competitive advantage Mira, et al., (2019). It was argued that the best practice seems to be problematic as different sets of practices may be important in different organizations and that employees’ perception of work are what really matter  Wilkinson, et al., (2010). 
Human resource management practices comprising the following dimensions: training, participation, employment security, job descriptions, result-oriented appraisal, internal career opportunities, and stock/profit sharing Awamleh, (2016). A study in India found HRMPs such as employee-friendly work environment; career development, development-oriented appraisal, and comprehensive training significantly impact Employee commitment Paul & Anantharaman, (2013).

 Similarly, employee perceptions of HRM were related to affective commitment Sanders, et al., (2016).Similarly, a study found that only innovative HRMPs significantly predicted Employee commitment Delaney & Huselid, (2017). Information about how HRM practices can affect organizational performance was gathered from service sector organizations in Lithuania Savaneviciene, (2011). The study showed the value of employee capacity, motivation, participation opportunities, skill development, motivation development, and engagement development. The organizational commitment and job satisfaction are positively correlated with these HRM strategies. The study's findings indicate that employee organizational commitment is more positively impacted by skills-enhancing HRM practices than by engagement-enhancing ones since engagement increases employee work satisfaction. 

According to the study's findings, fair compensation and competency development have an impact on organizational commitment Zaitouni, (2011). By measuring the level of employee commitment in particular Delhi industries, examined and discovered the correlates and predictors of organizational commitment. 210 employees from diverse organizations made up the sample. The findings showed that, while just around a quarter of employees (23.5%) reported to have a high level of commitment or true devotion to their employers, the vast majority of employees (69.9%) had a somewhat high level of commitment. The most significant predictors of organizational commitment, which account for about 45.1% of the variance in organizational commitment, are perceived job autonomy, procedural justice, distributive justice, organizational support, and employee age. All organizational practices and personal characteristics have a direct correlation with organizational commitment. 

A company should pay attention to employee career development because doing so is still widely acknowledged and appreciated by staff members, increasing their level of loyalty to the company Nkosi, (2017). An organization must instill a culture of continual learning to draw in and keep strong performers, and it must increase employee happiness by giving them opportunities for professional advancement. Strong managerial ability has an impact on an employee's devotion in an organization. Similarly, a study demonstrated how employee perceptions of human resource management methods effect organizational commitment and entrenchment. According to the research, an emotive commitment has a significant and favorably correlated link with perceptions of HRM activities. According to the study, these HR practices in the firm improve affective commitment but have little bearing on entrenchment. However, the study's findings show that commitment and entrenchment are distinct concepts Scheible, (2013).

According to a study, which analyzed the impact of HR practices in the four key Konya sectors, the researcher adopted 56 HRM practices (machinery, electrical, automotive and food sectors). Multiple regression analysis and correlation analysis were both employed in this study to examine the relationship between the variables. According to the research, there is a strong and significant link between organizational commitment and HRM variables Sendogu, (2013). For example, when a corporation puts more effort into one HRM practice, it will also put more effort into other practices to ensure that the employees' commitment is enhanced. As a result, it demonstrates that each HRM practice is as important, and organizations should focus on each one individually.

It has been revealed repeatedly by many studies that there exists a connection between employees’ commitment in a company and the process of human resource management of that company Foss, et al., (2015). These studies consistently and independently point to this connection as well as show its significance. Furthermore, these studies have come to the realization that human resources is the greatest asset of a company, because not only these assets control other company assets, but also they determine the success or failure of a company. This approach was studied extensively in another study, and they defined organizational commitment as the relative strength of an individual’s identification with and involvement in a particular organization Mowday, et al., (2013). 

The following are the characteristics of an employee who is affectively committed or emotionally attached to an organization: (1) he invests in the goals and values of the organization, (2) he works hard to achieve these goals, and (3) he plans to stay with the organization Mowday, et al., (2013). The employee perceives the investments as cost related with leaving the organization, which makes him/her remain in the organization Meyer and Allen, (2010). This study showed that employees committed to the vision of an organization have a tendency to become invested in the organization’s goal, which propels him/her to exert considerable effort into the organization as well as to maintain membership Mowday, et al., (2013). Therefore, it can be seen that though organizational commitment inspires exerted efforts from employees, it also causes employees to remain in the organization. The employer may reward an employee as a way of acknowledging the employee’s efforts, and in return, the employee decided to become more committed in the organization Rees & Smith, (2014). 

Therefore, whilst human useful resource control practices are a part of a scientific program, that is whilst they are able to quality have an effect on dedication levels. Some researchers have centered on specific configurations of this practice Aurthor, (2011).Therefore, there are many studies reporting the effect of human resource management on company’s performance and few on employee attitude Aurthor, (2011). Further, it was suggested the constant messaging of employees by employers about their commitment to the employees as a reason for increased organizational commitment; the messages caused employees to be more committed.

Organizational commitment is influenced by human resource management practices such as: training and organizational commitment Bartlett & Kang, (2004), salary levels and organizational commitment Foss, et al., (2015), performance reward contingencies and organizational commitment, promotion and organizational commitment Niki, (2012), It is explored that the factors influencing employee commitment for Japanese workers; the outcomes demonstrate that HRM practices that encourage the learning of English, for example, language training and setting language abilities as a basis for promotion and recruitment, have an effect on the affective and normative commitment of workers to their organizations’ globalization Yamao & Sekiguchi, (2014). Moreover, a study explored the idea of Islamic management of human resources and measured its effects on employee’s commitment. The outcomes demonstrate that remuneration and compensation, training and development, recruitment, and selection positively affect employee’s commitment Fesharaki & Sehhat, (2017). In addition, it was demonstrated that HRM practices decidedly influenced employee commitment towards their employment and organization Dheera & Krishnan, (2020). 

In the interim, Rubel, et al., (2017) look at jobs that developing HRM performs in upgrading employee commitment, the founding from this relationship shows that the five-dimensional development of HRM jobs is positively associated with employee commitment. Additionally, it was found that HRM practices tremendously affect employee commitment Parajuli & Shrestha, (2021). However, a study found HRM practices, specifically, working environment, and training and development positively impact employee commitment while recognitions and remunerations found not influence employee commitment in an investigation at the department of road transport in Malaysia Nor & Mohamed, (2020).

Several researchers have tested relationships among human useful resource control practices and different organizational variables such as, whether or not there's a dating among human useful resource control practices and organizational (unit level for example, manufacturing) performance, human resource management practices that enhance organizational performance, differences in human resource management practices depending on the sector and country, relationship of HR practices and organizational characteristics on organizational commitment. The results obtained in context to these research works have been briefed below as follows: Some of these research work questions the presence of a correlation between human resources management practices and organizational commitments and HR practices which seem to have a greater correlation with organizational commitment has been tried to be identified: A study positive associations between human found resource management (HRM) practices, such as training and staffing selectivity, and perceptual firm performance measures (using the sample of = 590 for-profit and nonprofit firms) Delaney & Huselid, (2017).

A study conducted a study on top management commitment, communication of goals, employee training, cross functional teams, cross training, employee autonomy, employee impact, broad jobs, open organizations, effective labor management relations Aurthor, (2011).  It was also investigated the relationship between the use of 12 human resource management (HRM) practices and organizational performance measured by turnover rates for managerial and non-managerial employees, labor productivity, and return on assets. A study indicated that HRM practices such as employee-friendly work environment, career development, development-oriented appraisal, and comprehensive training show a significant positive relationship with organizational commitment Marx, et al., (2013).

Al Damoe developed and tested hypotheses concerning the influences of human resource (HR) practices and organizational characteristics on organizational commitment. Results showed that grievance resolution mechanisms and employee involvement indicators are positively related to organizational commitment, and compensation cuts are negatively related to organizational commitment AI Damoe, et al., (2017). Foss investigated the effect of HRM practices on organizational dedication the usage of the pattern of 610 IT personnel in total. The hypotheses that information sharing, training and development, recruitment and selection, and compensation management had positive effect on analysis Foss, et al., (2015).  Taib examined how employee perceptions of development-oriented, stability-oriented, and reward-oriented human resource management (HRM) practices affected the likelihood of affective and continuance commitment profile membership. They showed ways that organizations can use HRM practices strategically to help shape the nature of overall employee commitment (using the sample of = 317) Taib, et al., (2018).  Absar assessed the impacts of HRM practices developed in Swiss SMEs upon the commitment of knowledge workers Absar, et al., (2010). 

[bookmark: _Toc171948873]2.3 Research Gap
Employee organizational commitment has emerged as a key idea in the banking industries as well. It demonstrates how to determine organizational goals and the degree to which employees are dedicated to achieving those goals. For competitive firms to succeed in their industries and for the banking sectors as a whole, having engaged personnel is crucial. The most competitive organization adopts a high-performance, high commitment strategy Mowday, et al., (2013). Only when employees are devoted to the business's aims and objectives and work efficiently to attain those goals can an organization perform at its maximum level in a competitive environment. Numerous HRM strategies, including training and development, staffing, remuneration packages, performance appraisals, and others, have a substantial impact on how devoted and motivated employees are to their work and the organization. Research on employee retention, satisfaction, motivation, and rewards has been conducted in Nepal, however employee organizational commitment is incredibly uncommon. Currently, Nepalese organizations are beginning to understand the value of HRM techniques and are putting them into practice. However, they still need to distinguish between boosting performance through employee commitment and boosting performance through motivating and rewarding factors. Organizations in Nepal have yet to acknowledge the significance of this fact and carry out additional research that will help increase employee loyalty. The purpose of this study is to comprehend the significance of HRM practice and how it affects employee commitment in the banking industry.


[bookmark: _Toc171948874]CHAPTER III
[bookmark: _Toc171945201][bookmark: _Toc171948875] RESEARCH METHODOLOGY
[bookmark: _Toc171948876]3.1 Research Design
Research design is the plan structure and strategy of investigation conceived to obtain answer to research questions and to control variances. In other words, research design is the framework for a study that helps the analysis of data related to study topic. Research design is very important for scientific investigation. Research design gives the investigator a systematic direction to research work. Actually, research design in a plan for data collection and analysis. It presents a series of guideposts to enables the researcher to process in the right direction in order to achieve the goal. 

The research question itself serves as the primary research statement in both explanatory and descriptive research, whereas the research hypothesis serves as the primary research statement in causal research. Organizations want their workers to perform at a high level, so if staffing, training, compensation and performance appraisal have an impact on that, organization will do all in their power to reduce it—and even more specifically, the aspect that has the biggest impact. While descriptive research design is characterized by the past construction of specific hypotheses from observations and studies, explanatory research design explains the concerned variables.
 
[bookmark: _Toc171948877]3.2 Population and sample
The study is based on primary sources of data and designed to measure the impact of HRM Practices on employee’s commitment in Nepalese commercial banks. This research was carried out in the commercial banks situated in Kathmandu Valley, where 385 individuals were requested to take part in a survey. The sample size was deemed sufficient to arrive at a conclusion, but the number of respondents increased to 400, which was advantageous. The survey encompassed inquiries regarding the compensation, training and development, staffing, and performance appraisal. 

The questionnaire was distributed via personal and Google Forms and since the respondents were to be from the commercial banks, it was assumed that they would be comfortable with an online format of collecting data. 

[bookmark: _Toc171948878]3.3 Source and Method of Data Collection
Data refers to the instruments or tools that are used while collecting data and analyzing the same. The study is fully based on the primary data collection. Data was collected through the use of a carefully crafted questionnaire which consisted independent variables staffing, training and development, compensation and performance appraisal; and dependent variable employee commitment.

The questionnaire was distributed through personally and Google Forms and other social media platforms. It had an online structure. Google Forms automatically transferred data to Google Sheets, where some questionnaires that were distributed in other ways, such face-to-face conversation, were later incorporated. The sheet was then modified so that it could be uploaded to SPSS. The data was organized in a suitable way using MS-Excel after the analysis was completed using SPSS software. To measure the independent and dependent variables, a 5-point Likert Scale implementing the agree - disagree format was used ranging from Strongly Disagree – 1, Disagree – 2, Neutral – 3, Agree – 4, Strongly Agree – 5. The questionnaire included the following statements that the respondents had to rate from one to five.

[bookmark: _Toc171948879]3.4 Data collection
This section enlightens on how data were collected for this study purpose. This study has been designed to understand the opinions of the respondents regarding the impact of HRM Practices on employee’s commitment in Nepalese commercial banks. Structured questionnaire has been used to collect the required information from the employee working in the commercial banks.  The structured questionnaire was prepared based on pre-test study about factors impact on employee Commitment in banks. The questionnaire was distributed through Google Forms and other social media platforms. It had an online structure. Google Forms automatically transferred data to Google Sheets, where some questionnaires that were distributed in other ways, such face-to-face conversation, were later incorporated. The sheet was then modified so that it could be uploaded to SPSS. The data was organized in a suitable way using MS-Excel after the analysis was completed using SPSS software. To measure the independent and dependent variables, a 5-point Likert Scale implementing the agree - disagree format was used ranging from Strongly Disagree – 1, Disagree – 2, Neutral – 3, Agree – 4, Strongly Agree – 5. The questionnaire included the following statements that the respondents had to rate from one to five.

[bookmark: _Toc171948880]3.5 Tools of Analysis
Data analysis in research is the procedure of evaluating, and summarizing gathered data in order to make conclusions and extract valuable insights. To find patterns, trends, and linkages, the data must be organized, described, and analyses using statistical or qualitative methods. 

[bookmark: _Toc171948881]3.5.1 Descriptive Tools Analysis.
Analysis that focuses on describing and summarizing data sets is called descriptive analysis. In order to better comprehend patterns, trends, and relationships in the data, it is used to organize, summarize, and show data in a meaningful way. Calculating measures of dispersion, such as range, variance, and standard deviation, as well as measures of central tendency, such as mean, median, and mode, are all part of descriptive analysis. To give the data a clear and succinct representation, the data are also presented graphically using charts, histograms, and other visual aids.

[bookmark: _Toc171948882]3.5.2 Inferential Tools Analysis 
Inferential analysis is a type of statistical analysis that involves making inferences or generalizations about a population based on a sample of data

[bookmark: _Toc171948883]a. Correlation Analysis
Correlation refers back to the diploma to which variables are associated with every other. A correlation analysis measures the strength and direction of the relationship between two variables. It is expressed as a correlation coefficient, which tiers from -1 to +1. A coefficient of +1 indicates a perfect positive correlation, while a coefficient of -1 indicates a perfect negative correlation. A coefficient of 0 shows no correlation among the variables. Correlation analysis is useful in identifying associations between variables and in making predictions about one variable based on the other variable.

[bookmark: _Toc171948884]b. Regression Analysis
Regression analysis, on the other hand, is a statistical technique used to predict a dependent variable based on one or more independent variables. It involves fitting a regression line or curve through a set of data points to determine the relationship between the dependent and independent variables. Regression analysis provides information on the strength and direction of the relationship between variables and enables researchers to make predictions about the dependent variable based on the independent variables. It also allows researchers to control for the effects of other variables that may influence the relationship. Both correlation and regression analysis are widely used in research to explore relationships between variables, make predictions, and test hypotheses. They are useful in many fields, such as social sciences, psychology, economics, and finance, among others. However, it is important to use them appropriately and to interpret the results carefully to avoid making incorrect conclusions.

The equation model of this study is given as follows:
EC= α+ β1 S + β2 T&D + β3 C + β4 PA + σ
Where,
EC = Employee commitment
S = Staffing                                         β1 = Beta of staffing
T&D = Training and Development       β2 = Beta of training and development
C = Compensation                              β3 = Beta of compensation PA = Performance Appraisal              β4 = Beta of performance appraisal α = Constant σ = Standard error

[bookmark: _Toc171948885]3.5.3 Data reliability and validity Tools Analysis 
Cronbach's alpha is a statistical tool that is commonly employed as a measure of reliability or internal consistency. This approach enabled the assessment of the reliability of distinct categories by computing the average inter correlation among the test items and taking into account the number of such items. Generally, a coefficient that is equal to or greater than 0.600 is deemed acceptable and indicative of solid construct reliability.






[bookmark: _Toc171947801]Table 1. 
Cronbach alpha of variables
	Variable
	Cronbach alpha

	Performance appraisal
	0.880

	Staffing
	0.865

	Training
	0.917

	Compensation
	0.894

	Employee commitment
	0.851


Table 1. shows the value of Cronbach's Alpha for five variables: performance appraisal, staffing, training and development, compensation and employee commitment. Cronbach's Alpha is a measure of internal consistency, which indicates how well the items in a scale or measure are correlated with each other. The higher the Cronbach's Alpha value, the more reliable and consistent the measure is. For appraisal, the value of Cronbach's Alpha is 0.884, which suggests high internal consistency. For staffing, the value of Cronbach's Alpha is 0.865, also indicating high internal consistency. For training and development, the value of Cronbach's Alpha is 0.914, suggesting moderate to high internal consistency. For compensation, the value of Cronbach's Alpha is 0.894, indicating high internal consistency. Finally, for employee commitment, the value of Cronbach alpha is 0.851. Overall, these values suggest that the measures used to assess performance appraisal, staffing, training and development, compensation and commitment are highly consistent.

[bookmark: _Toc171948886]3.6 Conceptual Framework and Definitions of Variable 
A Conceptual framework illustrates the expected relationship between the variables. It defines the applicable goal of the studies procedure and maps out how they arrive collectively to attract coherent conclusion. Conceptual framework of the study describes the systematic explanation of the relationship among the dependent and independent variables for clarifying the Impact of human resource management practices on organization commitment of the employees in Nepalese commercial bank.
Independent Variables                                                     Dependent Variables
[bookmark: _Toc171619992]Figure 1: Conceptual Framework
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[bookmark: _Toc171948887]a. Staffing
Staffing in HRM refers to the process of recruiting, screening, and selecting eligible candidates for specific job openings within an organization. A leadership function involves the appointment of competent persons on various posts to create positive impacts on the organization's effectiveness. Staffing is an operation of recruiting employees by evaluating their skills and knowledge before offering them specific job roles accordingly. It is a significant part of the HRM function and includes the maintenance of high standards and effectiveness in current employees as well as new employees. At the strategic level, staffing also includes succession planning for senior positions. According to Hawary, et al. (2017), personnel significantly influence organizational commitment.

[bookmark: _Toc171948888]b. Training and development
Training and development in HRM refer to a system used by an organization to improve the skills and performance of employees. An educational tool consists of information and instructions to make existing skills sharp and introduce new concepts and knowledge to improve employee performance. Training is a short-term reactive process meant for operatives, while development is designed continuous pro-active process meant for executives. 1) It helps individuals perform better, which is advantageous for both the individual and the organization. 2) Improve their spirits because of the fresh experiences they receive. Reduce the need for supervision, deal with the workplace's increasing change, and improve the organization's services and productivity. 6) Lower the number of workplace accidents Hawary & Nusair, (2017)."Training with assured positive effect" is the name of this method. It is the best approach for assisting a company in achieving its objectives Al-Hawary & Metabis, (2013). 

[bookmark: _Toc171948889]c. Compensation
Compensation in HRM refers to the money and other benefits received by an employee for providing services to their employer. It is a scientific method to supplying financial price to personnel in trade for paintings performed. Compensation may include both financial and non-financial compensations. 
Human resource management (HRM) is in charge of determining appropriate and equitable employee remuneration through tactics such as job evaluation and performance review. The majority of research list performance-based compensation as one of the best HRM practices Al-Hawary & Metabis, (2013). The compensation must be applied appropriately if it is to have the desired effect. In general, it needs to be connected to performance regardless of length of service, promote desired behavior at all levels, and offer the appropriate competition that aids in achieving and maintaining the high degree of abilities required by the business. Compensations must be fair to the workers who genuinely deserve them in the meantime. In accordance with their performance, employees who were more dedicated to their company perceived prospects and desirable rewards, according to research by Landau & Hammer, (2008).

[bookmark: _Toc171948890]d. Performance appraisal
Performance appraisal is a systematic process in which an employee's job performance is evaluated against predefined standards, such as knowledge of the job, quality and quantity of output, leadership abilities, attitude towards work, attendance, cooperation, judgment, versatility, health, and initiative. It is likewise referred to as an annual evaluation or overall performance evaluation.

Performance appraisals are an important aspect of career development since they involve regular reviews of employee performance inside firms. Finding facts and specific information that can help in analyzing and understanding an employee's performance and behavior at work over a short period of time, as well as estimating the level of his technical and practical competence in carrying out the duties associated with his current and future work, is what is meant by performance appraisal Hawary & Nusair, (2017). Both management and employees pay close attention to performance reviews since they show how much a person has contributed. Hamdan & Abbadi, (2018).

[bookmark: _Toc171948891]e. Employees commitment
Commitment to work is a company-employee bond that gives the employee the purpose, desire, or interest to continue the job contract with some involvement. The management of human resources can significantly increase employees ‘commitment to the organization. According to the Harvard model, HRM should result in employee commitment Hawary & Nusair, (2017).


[bookmark: _Toc171948892]Chapter IV
[bookmark: _Toc171945219][bookmark: _Toc171948893]RESULT AND DISCUSSION
[bookmark: _Toc171948894]4.1 Results
The outcomes or conclusions of a research study or investigation are referred to as research findings. The solutions to any research-related questions or hypotheses, as well as any patterns, connections, or trends that show up in the data, may fall under this category. In a research report or paper, research findings are often presented, and they may include tables, graphs, or other visual aids to help illustrate the findings.
[bookmark: _Toc171948895]     4.1.1 Demographic Profile of Respondents 
The descriptive analysis of respondents is done by gender, age range, job tenure, education and job title. 
a. [bookmark: _Toc171948896]Distribution by Gender
[bookmark: _Toc171947802]Table 2. 
Distribution by Gender
	Gender
	Frequency
	Percentage

	Male
	233
	58.3

	Female
	157
	41.7

	Total
	400
	100


Note. Opinion Survey, 2024
Based on the percentage, Table 2 above shows the distribution of respondents by gender, with 58.3% of participants being men and 41.7% being women. Additionally, 233 of the 400 respondents were men and 157 were women, indicating a higher proportion of men than women. Given that, the banking industry is largely male-dominated both in Nepal and abroad, this result is predicted. 
b. [bookmark: _Toc171948897]Distribution by Age Range
[bookmark: _Toc171947803]Table 3.
 Distribution by Age Range
	Age group
	Frequency
	Percentage

	20-30
	333
	83.33

	30-40
	67
	16.8

	Total
	400
	100


Note. Opinion Survey, 2024
The distribution of respondents according to age range is presented in Table 3 above. The age range with the highest frequency is 20-30, with 333 respondents, constituting over 64%the total respondents. Another age group of 30-40, with 67 respondents or 16.8%.

c. [bookmark: _Toc171948898]Distribution by education
[bookmark: _Toc171947804]Table 4. 
Distribution by education
	Education
	Frequency
	Percentage

	+2
	24
	6

	Bachelors
	226
	56.5

	Masters & above
	150
	37.5

	Total
	400
	100


Note. Opinion Survey, 2024
Based on the percentage, Table 4 above shows the distribution of respondents by education, with 56.5% of participants completing bachelor.  Additionally, 226 of the 400 respondents had bachelor’s degree and 150 had master’s degree or above which represents 37.55 of the sample. Moreover, 24 respondents had completed only +2. So based on this sample we can see that most of the people in banking sector in Nepal have at least completed bachelors.
d. [bookmark: _Toc171948899]Distribution by job tenure
[bookmark: _Toc171947805]Table 5. 
Distribution by job tenure
	Job tenure
	Frequency
	Percentage

	Less than 2 years
	217
	54.3

	2-5 years
	116
	29

	5-10 years
	67
	16.7

	Total
	400
	100


Note. Opinion Survey, 2024
Table 5 presented above that displays job tenure of employees. From this table we can see that 217 respondents that represents 54.3% of sample have job tenure of less than two years. Similarly, 116 respondents have job tenure between two and five years, it represents 29% of total sample. Whereas only, 67 respondents who represent 16.7% have job tenure between five and ten years.

e. [bookmark: _Toc171948900]Distribution by job title
[bookmark: _Toc171947806] Table 6
Distribution by job title
	Job title
	Frequency
	Percentage

	Assistant
	289                                     
	72.3

	Senior officer
	55
	13.8

	Manager & above
	56
	14

	Total
	400
	100



Note. Opinion Survey, 2024
Based on the percentage, Table 6 above represents the distribution of respondents based on job tittle. As per the table, 289 respondents representing the 73.3% of total sample were at assistant level. Furthermore, 13.8% of the respondents or 55 respondents were working at senior officer level. Only 56 respondents, which is 14% of total sample size, were at manager level or above. Based upon fact that most of the respondents have job tenure of less than two years, it is very natural that most of the employees were at assistant level.
[bookmark: _Toc171948901]4.2 Descriptive Analysis 
Descriptive analysis of the variables has been performed, which involves calculating the minimum, maximum, mean, and standard deviation. The results were examined using both independent and dependent variables, and the conclusions are discussed in this chapter. 

a. [bookmark: _Toc171948902]Descriptive Statistics of staffing
The responses given by the respondents regarding staffing is presented in the below table. 
[bookmark: _Toc171947807]Table 7. 
Descriptive Statistics of staffing
	Particular
	SD
%
	D
%
	N
%
	A
%
	SA
%
	Mean
	Std. D

	I was well informed about my job before being employed during the recruitment process.
	6.5
	18.5
	19.3
	42.0
	13.8
	3.38
	1.129

	HR clearly defines the job description and job specifications in the recruitment process.
	8.0
	7.8
	29.3
	45.8
	9.3
	3.40
	1.031

	Fair practice of recruitment and selection is carried out in my organization
	4.8
	15.5
	31.0
	36.8
	12.0
	3.36
	1.033

	All the information I received at the recruitment process about the job is accurate.
	3.3
	18.8
	32.8
	42.3
	3.0
	3.23
	0.900

	HR maintains pool of qualified candidates.
	9.3
	14.0
	30.8
	38.3
	7.8

	3.21
	1.077



In the aforementioned Table 7, the respondents' staffing-related responses are displayed. The mean and standard deviation for the statement “I was well informed about their job before being employed during the recruitment process." were determined to be 3.38 and 1.129, respectively.  The highest percentage of respondents agree with 42% and the lowest percentage of the respondents strongly disagree with it i.e. 6.5% .The vast majority of respondents were neutral with tendency to agree.

For the statement, “HR clearly defines the job description and job specifications in the recruitment process.”  The mean was found to be 3.40 with a standard deviation of 1.031. .  The highest percentage of respondents agree with 45.8% and the lowest percentage of the respondents disagree with it i.e. 7.8%. The respondents were more or less neutral, but a significant number tended to agree.

The mean and standard deviation for the statement “Fair practice of recruitment and selection is carried out in my organization." were determined to be 3.36 and 1.033, respectively. The highest percentage of respondents agree with 36.8% and the lowest percentage of the respondents strongly disagree with it i.e. 4.8%. The majority of the respondents were more or less neutral, but the standard deviation of 1.033 shows that a sizable portion tended to agree.

As for the statement, “All the information I received at the recruitment process about the job is accurate.” The highest percentage of respondents agree with 42.3% and the lowest percentage of the respondents strongly agree with it i.e. 3%.The mean was found to be 3.23 with a standard deviation of 0.900. The respondents were more or less neutral. Finally, the mean and standard deviation for the sentence "HR maintains pool of qualified candidates." were determined to be 3.21 and 1.077, respectively. The majority of the responses were more or less neutral, but the standard deviation of 1.077 shows that a sizable portion tended to agree.

b. [bookmark: _Toc171948903]Descriptive Statistics of Training and development
The responses given by the respondents regarding training and development is presented in the below table.
[bookmark: _Toc171947808]Table 8.
 Descriptive Statistics of Training and development
	Particular
	SD
%
	D
%
	N
%
	A
%
	SA
%
	Mean
	Std. D

	My organization provides me with the training opportunities which are helping me to increase my range of skills and abilities
	11.3
	10.5
	30.3
	40.5
	7.8
	3.23
	1.105

	Available training matches my job.
	8.0
	9.0
	22.3
	41.5
	19.3
	3.55
	1.138

	Training courses assist in me developing both professional and personal career paths.
	9.8
	4.5
	25.5
	47.3
	13.0
	3.49
	1.090

	This organization provides opportunities for staff training and career development on a yearly basis
	14.2
	6
	27.8
	37.5
	14.5
	3.32
	1.219

	My company is committed towards training and development of the employees.
	14.2
	7.8
	28.2
	42.0
	7.8

	3.21
	1.156



In the aforementioned Table 8, the respondents' Training and development-related responses are displayed. When asked if the organization provides them with the training opportunities which are helping me to increase my range of skills and abilities. The highest percentage of respondents agree with 40.5% and the lowest percentage of the respondents strongly agree with it i.e. 7.8%.The mean value of 3.23 with a standard deviation of 1.105 suggests that most employees tend agree.

For the question that asked if available training matches their job, The highest percentage of respondents agree with 41.5% and the lowest percentage of the respondents strongly disagree with it i.e. 8%. The mean value of 3.55 and a standard deviation of 1.138 indicate a neutral response with tendency to agree. 

In response to the question of if, training programs help me create both professional and personal career paths. The highest percentage of respondents agree with 47.3% and the lowest percentage of the respondents disagree with it i.e. 4.54%.The average employee tends to agree, as indicated by the mean value of 3.49 and the standard deviation of 1.090. 

When asked if the organization provides opportunities for staff training and career development on a yearly basis. The highest percentage of respondents agree with 37.5% and the lowest percentage of the respondents disagree with it i.e. 6%. The mean value of 3.32 with a standard deviation of 1.219 suggests that most employees tend agree. 

Finally, for the question that asked if company is committed towards training and development of the employees. The highest percentage of respondents agree with 42.8% and the lowest percentage of the respondents strongly agree and disagree with it i.e. 7.8%.The mean value of 3.21 and a standard deviation of 1.156 indicate a neutral response with tendency to agree.


c. [bookmark: _Toc171948904]Descriptive Statistics of Compensation
The responses given by the respondents regarding compensation is presented in the below table. 
[bookmark: _Toc171947809]Table 9. 
Descriptive Statistics of Compensation
	Particular
	SD
%
	D
%
	N
%
	A
%
	SA
%
	Mean
	Std. D

	My organization provides fair pay based on the performance.
	14.2
	25.5
	25.8
	25.3
	9.2
	2.90
	1.200

	The monetary and nonmonetary benefits that I receive here similar job is equal to that in other banks
	15.8
	26.0
	23.5
	25.3
	9.4
	2.87
	1.228

	The salary and benefits that employees receive in this organization is in correspondence with them
responsibilities
	8.0
	18.8
	37.0
	27.0
	9.3
	3.11
	1.067

	Compensation is satisfactorily reviewed from time to time
	11.0
	18.8
	37.3
	24.0
	9.0
	3.01
	1.109

	I have clear understanding of pay policy.
	9.8
	16.0
	27.3
	36.3
	10.8

	3.22
	1.139


When asked if organization provides fair pay based on the performance. The highest percentage of respondents natural with 45.8%, 25.5% with disagree and 25.3% with agree the lowest percentage of the respondents strongly agree with it i.e. 9.2%.The mean value of 2.90 with a standard deviation of 1.200 suggests that most employees were neutral and had tendency to agree.

For the question monetary and non-monetary benefits that I receive here, similar job is equal to that in other banks, The highest percentage of respondents disagree with 26%, 25.3% with agree and 23.4% with neutral the lowest percentage of the respondents strongly agree with it i.e. 9.4%. The mean value of 2.87 and a standard deviation of 1.128 indicate a neutral response with tendency to agree.

In response to the question of if salary and benefits that employees receive in this organization is in correspondence with their responsibilities. The highest percentage of respondents 27% with agree and 37% with neutral the lowest percentage of the respondents strongly agree with it i.e. 9.3%.The average employee tends to agree, as indicated by the mean value of 3.11 and the standard deviation of 1.067.

When asked if compensation is satisfactorily reviewed from time to time. . The highest percentage of respondents 24% with agree and 37.3% with neutral the lowest percentage of the respondents strongly agree with it i.e. 9%. The mean value of 3.01 with a standard deviation of 1.067 suggests that most employees were neutral with tendency to agree. Finally, for the question that asked if employees have clear understanding of pay policy. The mean value of 3.22 and a standard deviation of 1.139 indicate a tendency to agree.

d. [bookmark: _Toc171948905]Descriptive Statistics of Performance appraisal
The responses given by the respondents regarding performance appraisal is presented in the below table. 
[bookmark: _Toc171947810]Table 10. 
Descriptive Statistics of Performance appraisal
	Particular
	SD
%
	D
%
	N
%
	A
%
	SA
%
	Mean
	Std. D

	Organization provides me some increment in salary after performance Appraisal
	14.0
	20.3
	34.0
	28.7
	3.0
	2.87
	1.075

	Performance Appraisal help to provide an atmosphere where all are encouraged to share one another burden
	6.3
	17.5
	37.0
	31.5
	7.8
	3.17
	1.012

	Performance appraisal helps people set and achieve meaningful goals
	9.8
	12.3
	27.3
	38.3
	12.5
	3.31
	1.140

	Performance of employees improve after process of performance appraisal
	11.3
	12.5
	28.7
	28.3
	19.3
	3.32
	1.237

	Performance appraisal improves motivation and job Commitment
	11.3
	7.5
	27.0
	35.3
	19.0

	3.43
	1.206


 
                                                                                                                                      When asked if organization provides me some increment in salary after performance Appraisal. The highest percentage of respondents 28.7% with agree and 30% with neutral the lowest percentage of the respondents strongly agree with it i.e. 3%.The mean value of 2.87 with a standard deviation of 1.075 suggests that most employees were neutral and had tendency to agree.

For the question performance appraisal help to provide an atmosphere where all are encouraged to share one another burden, The highest percentage of respondents 31.5% with agree and 37% with neutral the lowest percentage of the respondents strongly disagree with it i.e. 6.3%. The mean value of 3.17 and a standard deviation of 1.012 indicate a neutral response with tendency to agree.

In response to the question of if, Performance appraisal helps people set and achieve meaningful goals. The highest percentage of respondents 38.3% with agree and 27.3% with neutral the lowest percentage of the respondents strongly disagree with it i.e. 9.8%.The average employee tends to agree, as indicated by the mean value of 3.31 and the standard deviation of 1.140.

When asked if performance of employees improve after process of performance appraisal. The highest percentage of respondents 28.3% with agree and 28.7% with neutral the lowest percentage of the respondents strongly disagree with it i.e. 11.3%.The mean value of 3.32 with a standard deviation of 1.237 suggests that most employees were neutral with tendency to agree.

Finally, for the question that asked if Performance appraisal improves motivation and job Commitment, The highest percentage of respondents 35.3% with agree and 27% with neutral the lowest percentage of the respondents disagree with it i.e. 7.5%.the mean value of 3.43 and a standard deviation of 1.206 indicate a tendency to agree.

e. [bookmark: _Toc171948906]Descriptive Statistics of Employees commitment
The responses given by the respondents regarding Employees Commitment is presented in the below table.

[bookmark: _Toc171947811]Table 11. 
	Particular
	SD
%
	D
%
	N
%
	A
%
	SA
%
	Mean
	Std. D

	I'm prepared to go above and beyond what is typically anticipated to contribute to the success of this business. 
	9.8
	12.5
	34.0
	33.3
	10.5
	3.22
	1.105

	I talk up this organization to my friends as a great company to work for.

	10.0
	19.3
	30.3
	31.3
	9.3
	3.11
	1.126

	I feel very little loyal to this organization

	9.8
	22.3
	32.3
	26.8
	9
	3.03
	1.115

	I find it difficult to agree with this company’s policies on important matters relating to its employees 
	5.0
	15.5
	36.0
	35.8
	7.8
	3.26
	0.979

	I find that my values and the company’s values are very similar. 
	11.0
	14.0
	38.8
	23.8
	12.5

	3.13
	1.142


 Descriptive Statistics of Employees commitment
When asked if I'm prepared to go above and beyond what is typically anticipated to contribute to the success of this business. The highest percentage of respondents 33.3% with agree and 34% with neutral the lowest percentage of the respondents strongly disagree with it i.e. 9.8%. The mean value of 3.22 with a standard deviation of 1.105 suggests that most employees were neutral and had tendency to agree.

For the question “I talk up this organization to my friends as a great company to work for”, the highest percentage of respondents 31.3% with agree and 30.3% with neutral the lowest percentage of the respondents strongly agree with it i.e. 9.3%. The mean value of 3.11 and a standard deviation of 1.126 indicate a neutral response with tendency to agree.

In response to the question of if I feel very little loyal to this organization. The highest percentage of respondents 26.8% with agree and 32.3% with neutral the lowest percentage of the respondents strongly agree with it i.e. 9%. The average employee tends to be neutral, as indicated by the mean value of 3.03 and the standard deviation of 1.115. 
 When asked if I find it difficult to agree with this company’s policies on important matters relating to its employees. The highest percentage of respondents 35.8% with agree and 36% with neutral the lowest percentage of the respondents strongly disagree with it i.e. 5% .The mean value of 3.26 with a standard deviation of 0.979 suggests that most employees were neutral.
Finally, for the question that asked if I find that my values and the company’s values are very similar, the highest percentage of respondents 23.8% with agree and 38.8% with neutral the lowest percentage of the respondents strongly disagree with it i.e. 11%. The mean value of 3.13 and a standard deviation of 1.142 indicate a tendency to agree.


[bookmark: _Toc171948907]4.3 Correlation Analysis
The summary of the correlation between the variables is as follows:
[bookmark: _Toc171947812]Table 12 
	
	Employee Commitment
	Training and Development
	Compensation
	Performance appraisal
	Staffing

	  Employee Commitment    
	1
	0.568**<0.001
	0.649**<0.001
	0.785**<0.001
	0.635**<0.001

	Training and Development
	
	1
	0.526**<0.001
	0.511**<0.001
	0.694**<0.001

	Compensation
	
	
	1
	0.575**<0.001
	0.654**<0.001

	Performance appraisal
	
	
	
	1
	0.576**<0.001

	Staffing
	
	
	
	
	1


Correlation between Employee commitment and independent variables
 

**. Correlation is significant at the 0.01 level (2-tailed).
 The above table 13 shows the correlation matrix between dependent variable and independent variables.

The correlation between the dependent variable employee’s commitment and the independent variable training and development is 0.568. it indicates that they are moderately correlated. However, the corresponding p-value is 0.001, which is less than 0.05. This signifies that there is significant relation between them.

Similarly, Employee commitment, the dependent variable, and compensation, the independent variable, have a 0.649 correlation coefficient. It suggests a moderate level of correlation between them. The corresponding p-value, nevertheless, is 0.001which is under 0.05. This indicates that they have a close relationship.

Additionally, the relationship between performance appraisal and employee commitment has a correlation coefficient of 0.785, suggesting a strong positive correlation between the two variables. There is a corresponding p-value between employee Commitment and performance appraisal, is 0.001, which is also less than the level of significance of 0.05. Thus, they have significant relation.

Finally, the correlation between employee’s commitment and staffing is 0.635. This means that they have moderately positive correlation. And the p-value is 0.001 which is less than significant level of 0.05. thus, the relation between employee’s commitment and staffing is significant.

[bookmark: _Toc171948908]4.4 Regression Analysis
[bookmark: _Toc171948909]A. Anova Analysis 
ANOVA table is suitable to calculate F value. The F value is further efficient in understanding the significance of the overall study. In other words, ANOVA table is useful to understand the significance of the study. The mean sum of square is obtained by dividing the sum of square by the degree of freedom. The mean of sum of square of regression is called Mean sum of regression (MSR) and the mean of residual is called mean sum of error (MSE).

[bookmark: _Toc171947813]Table 13
Anova analysis of Variables
	ANOVAa

	Model
	Sum of Squares
	DF
	Mean Square
	F
	Sig.

	4
	Regression
	207.866
	4
	51.967
	223.719
	<.001b

	
	Residual
	91.753
	395
	0.232
	 
	 

	
	Total
	299.619
	399
	 
	 
	 

	a. Dependent Variables: Employee Commitment
b. predictors: (Constant), staffing, training and development, compensation, performance appraisal



The mean sum of regression is 207.866 and mean sum of error is 0.232. MSR is obtained by dividing SSR with df. or 207.866 divided by 4. Then MSE is obtained by dividing SSE with df. or 91.753 divided by 395. F value is obtained by dividing MER with MSE. The F value is 223.719. Here, F-significance value of p<0.001. This means that the regression model has a less than 0.001 likelihood (probability) of giving a wrong prediction. Hence, the regression model has a confidence level of above 99%, which confirms that our regression model was appropriate, and the results Reliable. This very information is presented in the model summary too. The significance of F here is 0.001. F level explains the overall significance of the study. Since p value here is 0.001 the alternative hypothesis is accepted, and we can justify that the model is significant.

[bookmark: _Toc171948910]B. Regression analysis of Variables 

i. [bookmark: _Toc171948911]Relation between employee commitment and staffing
[bookmark: _Toc171947814]Table 14. 
Model summary of relation between staffing and employee commitment
	Model
	R
	R Square
	Adjusted
Square
	R Std. Error of the
Estimate

	1
	.635 a
	.403
	.401
	.67047


Predictors: (constant), staffing
R is the representation of coefficient of correlation between the dependent and independent variables. In this case the coefficient of correlation is. 0.635 which is positive and is moderately high. It means that there is a positive correlation between Employees commitment and staffing. In other words, with a 1% change in staffing, there is 0.635 change in Employee commitment.

R Square is the representation of coefficient of determinant. It is simply the square of R. It shows the percentage of variation in dependent variable explained by independent variable. In other words, 40.3% of variation in Employees commitment is explained by staffing. The model summary provides details about the standard error of estimate.

 In another words it is the explanation of the standard deviation of the study. In this case the standard deviation of the study is 0.67047. This standard deviation is the up and downs from the answer obtained from the regression equation. Here, standard error of estimate says that the result calculated from the regression through multiple regression equation is deviated by 0.67 in an average.

ii. [bookmark: _Toc171948912]Relation between employee commitment and training, and development

[bookmark: _Toc171947815]Table 15. 
Model summary of relation between training and development and employee commitment
	Model
	R
	R Square
	Adjusted
Square
	R Std. Error of the
Estimate

	1
	.568 a
	.323
	.321
	.71384



Predictors: (constant), training and development
R is the representation of coefficient of correlation between the dependent and independent variables. In this case the coefficient of correlation is. 0.568 which is positive and is moderately high. It means that there is a positive correlation between Employees commitment and staffing. In other words, with a 1% change in staffing, there is 0.568 change in Employee commitment.

R Square is the representation of coefficient of determinant. It is simply the square of R. It shows the percentage of variation in dependent variable explained by independent variable. In other words, 32.3% of variation in Employees commitment is explained by staffing. The model summary provides details about the standard error of estimate. In another words it is the explanation of the standard deviation of the study. In this case, the standard deviation of the study is 0.71384. This standard deviation is the up and downs from the answer obtained from the regression equation. Here, standard error of estimate says that the result calculated from the regression through multiple regression equation is deviated by 0.71 in an average.

iii. [bookmark: _Toc171948913]Relation between employee commitment and compensation

[bookmark: _Toc171947816]Table 16.
 Model summary of relation between compensation and employee commitment
	Model
	R
	R Square
	Adjusted
Square
	R Std. Error of the
Estimate

	1
	.649 a
	.421
	.419
	.66033



Predictors: (constant), Compensation
R is the representation of coefficient of correlation between the dependent and independent variables. In this case the coefficient of correlation is. 0.649 which is positive and is moderately high. It means that there is a positive correlation between Employees commitment and staffing. In other words, with a 1% change in staffing, there is 0.649 change in Employee commitment.

R Square is the representation of coefficient of determinant. It is simply the square of R. It shows the percentage of variation in dependent variable explained by independent variable. In other words, 42.1% of variation in Employees commitment is explained by staffing. The model summary provides details about the standard error of estimate. In another words it is the explanation of the standard deviation of the study. In this case the standard deviation of the study is 0.66033. This standard deviation is the up and downs from the answer obtained from the regression equation. Here, standard error of estimate says that the result calculated from the regression through multiple regression equation is deviated by 0.66 in an average.


iv. [bookmark: _Toc171948914]Relation between employee commitment and performance appraisal

[bookmark: _Toc171947817]Table 17. 
Model summary of relation between performance appraisal and employee commitment
	Model
	R
	R Square
	Adjusted
Square
	R Std. Error of the
Estimate

	1
	.785 a
	.615
	.614
	.53805


Predictors: (constant), performance appraisal
R is the representation of coefficient of correlation between the dependent and independent variables. In this case the coefficient of correlation is. 0.785 which is positive and is moderately high. It means that there is a positive correlation between Employees commitment and staffing. In other words, with a 1% change in staffing, there is 0.785 change in Employee commitment.

R Square is the representation of coefficient of determinant. It is simply the square of R. It shows the percentage of variation in dependent variable explained by independent variable. In other words, 61.5% of variation in Employees commitment is explained by staffing. The model summary provides details about the standard error of estimate. In another words it is the explanation of the standard deviation of the study. In this case, the standard deviation of the study is 0.53805. This standard deviation is the up and downs from the answer obtained from the regression equation. Here, standard error of estimate says that the result calculated from the regression through multiple regression equation is deviated by 0.54 in an average.

v. [bookmark: _Toc171948915]Regression Analysis of Variables
The relationship between employee commitment, which is the dependent variable, and four independent variables – staffing, training and development, compensation and performance appraisal - is displayed in below table using coefficient analysis.




[bookmark: _Toc171947818]Table 18. 
Regression Analysis of Variables
	Unstandardized Coefficients
	Standardize coefficient
	collinearity Statistics

	
	B
	Std. Error
	Beta
	T
	Sig.
	Tolerance
	VIF

	(Constant)
	0.263
	0.106
	
	2.487
	0.013
	
	

	Staffing
	0.118
	0.046
	0.114
	2.545
	0.011
	0.387
	2.585

	Training and Development
	0.088
	0.035
	0.101
	2.551
	0.011
	0.497
	2.01

	Compensation
	0.185
	0.035
	0.205
	5.272
	0.001
	0.510
	1.959

	Performance Appraisal
	0.509
	0.034
	0.549
	15.088
	0.001
	0.585
	0.71



      a. dependent variable employee’s commitment   
The significance value suggests that all four independent variables have a considerable impact on employee commitment, as the t-value for each independent variable exceeds 1.96. The Variance Inflation Factor (VIF) is less than 5 for each variable, indicating no multicollinearity.
All four independent variables have positive beta values, indicating that they all have a positive impact on employee commitment. Among the four, reduced performance appraisal has the highest beta (0.549), while training and development has the lowest beta (0.101).
The equation model of this study is given as follows:
EC= α+ 0.114S + 0.101 T&D + 0.205 C + 0.549 PA + σ
Where,
EC = Employee commitment
S = Staffing
T&D = Training and Development
C = Compensation
PA = Performance Appraisal
α = Constant (0.263)
σ = Standard error (0.106)


[bookmark: _Toc171948916]4.4.1 Hypothesis Analysis 
A statistical technique called hypothesis testing is used to assess if there is sufficient evidence in a sample of data to draw conclusions about a broader population. After analyzing the data and evaluating the influence of independent and dependent variables, the outcomes of hypothesis testing for this study have been established. These findings are then condensed and presented in a table for reference below:

[bookmark: _Toc171947819]Table 19. 
Summary of the Results of Hypothesis Testing
	Hypothesis
	P-value
	Remarks

	H1: There is a significant impact of staffing on Employee commitment.
	0.011
	Accepted

	H2: There is a significant impact of training and development on Employee commitment.
	0.011
	Accepted

	H3: There is a significant impact of compensation on Employee commitment.
	0.001
	Accepted

	H4: There is a significant impact of performance appraisal on Employee commitment.
	0.001
	Accepted



[bookmark: _Toc171948917]4.5 Discussions 
The regression results show that the beta coefficients for Employees commitment are positive with staffing. It indicate that staffing has a positive impact on employee commitment. This finding is similar to the findings of Hawary et al. (2017). Likewise, the beta coefficients for Employees commitment are positive with training and development. It indicate that Training and development has a positive impact on employee commitment. This finding is similar to the findings of Nor & Mohamed, (2020).

Moreover, the beta coefficients for Employees commitment are positive with Compensation. It indicate that Compensation has a positive impact on employee commitment. This finding is similar to the findings of Zaitouni, (2011).Furthermore, the beta coefficients for Employees commitment are positive with Performance appraisal. It indicate that Performance appraisal has a positive impact on employee commitment. This finding is similar to Guchait, (2007).

The study found empirical evidence to support the hypothesis of perceived systematic use of HRM Practices is significantly and positively related to its employees Commitment. It is more likely that systematic use of HRM Pratices is significantly and positively contributes to employees Commitment of a firm positively and significantly. This finding empirically confirms the theoretical arguments given by Paul & Anantharaman, (2013), Porter, et al., (2010), Marx, et al., (2013), and Foss, et al., (2015). They explained that strong, positive relationship exist between the extent of a firm‟s adoption of high involvement HRM strategies including HRM Practices and Employee commitment. Implication of finding is that , should adopt a more systematic design of job in order to improve its employees commitment For the purpose of enhancing quality level of HRM Practices it is essential to work on all 4 dimensions, i.e., Staffing, Training and Development, Compensation and Performance Appraisal. The study showed that among the independent variables (staffing, training and development, compensation, and performance appraisal), performance appraisal had the most effect on employee commitment. Apart from that, all of other three independent variables were found to have a significant impact on employee Commitment


[bookmark: _Toc171948918]CHAPTER V
[bookmark: _Toc171945245][bookmark: _Toc171948919]SUMMERY AND CONCLUSION

[bookmark: _Toc171948920]5.1 Summary 
Employee commitment is the connection they feel to their employer. Employees that are loyal to their company typically feel a sense of belonging, a sense of understanding of the company's aims, and a connection with their company. These workers create value by being more committed to their task, exhibiting a high level of productivity, and being more proactive in providing assistance. According to the Harvard model, HRM should result in employee commitment Hawary & Nusair, (2017).

The research methodology employed a quantitative approach, utilizing a structured questionnaire administered to 400 employees of the bank. This methodological choice aimed to capture comprehensive insights into impact of HRM practices on employee commitment by analyzing these data, the study sought to uncover nuanced relationships between HRM practices and employee commitment.

The research paper includes various tables that show information about the gender distribution, age range, job tenure, education and variables that make for bankers. The results show that the banking industry in Nepal and globally is overwhelmingly male dominated, with the majority of respondents aged 20- 30 and education level of most of the respondents being at least an undergraduate degree. 

Among the independent variables (staffing, training and development, compensation, and performance appraisal), performance appraisal had the most effect on employee commitment. Apart from that, all of other three independent variables were found to have a significant impact on employee Commitment.

[bookmark: _Toc171948921]5.2 Conclusions
A strong commitment to work can lead to chances for employee growth and a passion of what you do. If you are not dedicated to your task, you may lose drive and interest. There are strategies to strengthen your devotion and advance your career to make your work more satisfying. Workplace commitment leads to increased productivity. Imagine having people that are not dedicated to their jobs in an organization. Such employees frequently utilize their work time to search the internet for personal use. Committed employees are engaged, and it is visible through their actions and work ethic. They will be more attentive, productive, responsible, and energetic about their work. Leasure or to look for new job prospects. It's a complete waste of time and resources.

Committed employees are often terrific assets to a firm, adding value in multiple ways. When compared to non-committed employees, they are supportive and exhibit relatively high productivity. These personnel do not take unnecessary sick days and are more likely to adopt the organization's vision if it is not already aligned with their own value system.

It is to be conclude that staffing, training and development, compensation, and performance appraisal have positive impact upon employee’s commitment. It indicate that if the organization willing to enhance employee commitment should focus on those independent variables.

The impact of mentioned independent variables on employee commitment were also identified, which was that these variables (staffing, training and development, compensation, and performance appraisal) have a significant impact on employee commitment. The study will likely provide a base for more integrative further studies in other industries or with additional factors. In addition, the study might open ways for new related research topics as well.

[bookmark: _Toc171948922]5.3 Implication
Employee commitment is the connection they feel to their employer. Employees, which might be dependable to their employer normally, experience an experience of belonging, an experience of information of the employer's aims, and a reference to their employer. These people create price through being greater devoted to their task, showing an excessive stage of productivity, and being greater proactive in offering assistance. Commitment to work is a company-employee bond that gives the employee the purpose, desire, or interest to continue the job contract with some engagement. Human resource management has the potential to greatly boost employees' commitment to the firm. According to the Harvard model, HRM should result in employee commitment Hawary & Nusair, (2017). This research discusses the concept of independent variables and dependent variables in relation to employee commitment as dependent variable and staffing, compensation, appraisal and training and development as the independent variable.  Among the independent variables (staffing, training and development, compensation, and performance appraisal), performance appraisal had the most effect on employee commitment. Apart from that, all of other three independent variables were found to have a significant impact on employee Commitment

Based at the findings of the study, the subsequent implications are made:  
1. This study observed a positive relationship between staffing and employee performance. Hence, commercial banks willing to enhance employee Commitment should focus on proper staffing while hiring.  
2. The study showed a positive relationship between training and development and employee Commitment. Hence, commercial banks willing to enhance employee Commitment should focus more on training and development.
3.  The study also observed a positive relationship between Compensation and employee Commitment. Hence, commercial banks willing to enhance employee Commitment should focus on compensation.  
The study showed a positive relationship between performance appraisal and employee Commitment. Hence, commercial banks willing to increase the level of employee Commitment should focus more on Performance appraisal.
9
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Dear Respondent, 
I am a MBS Student of Bagiswori college. I am inviting your participation in completing the following survey, which should take about 5 minutes. Your participation is voluntary, and you may choose to withdraw your participation from this study at any time you want. 
The study will provide insights on factors that influence upon employee’s commitment by the Human Resource Management practices. Your interview will be recorded for the study and future reference purpose only. Please be honest with your answers, as it will be used for academic purposes. Your responses will be anonymous and the data will be kept confidential. 
 
[bookmark: _Toc171628494][bookmark: _Toc171628738][bookmark: _Toc171945251][bookmark: _Toc171945719][bookmark: _Toc171948925]Please tick one for each criteria group   
Gender       
 Male             female          
Age  
    20-29        	30-39           40-49       50 & plus	 
Education       
   +2   [image: ]         Bachelors   [image: ]         masters & above [image: ] 
Job tenure   
Less than 2 years     [image: ]    2-5 years  [image: ]   5-10 years [image: ]       
 More than 10 years  [image: ] 
Position 
        Customer service  [image: ]   mid-level     [image: ]   executive level  [image: ]
Please indicate your agreement and disagreement with the following statements related to staffing by ticking the appropriate response.  
Rank in terms of importance to you from 1 to 4. (4 being the highest and 1 being the lowest) 
a. Staffing  
b. training and development  
c. compensation  
d. performance appraisal  
Independent and Dependent Variables 
Key: SA = Strongly Agree; A = Agree; N = Neutral; D= Disagree; SD = Strongly Disagree. 
Staffing (Independent variable) 
	Particulars  
	SD 
	D 
	N 
	A 
	SA 

	1. I was well informed about my job before being employed during the recruitment process. 
	 
	 
	 
	 
	 

	2. HR clearly defines the job description and job specifications in the recruitment process 
	 
	 
	 
	 
	 

	3. Fair practice of recruitment and selection is carried out in my organization 
	 
	 
	 
	 
	 

	4. All the information I received at the recruitment process about the job is accurate.
	 
	 
	 
	 
	 

	5. HR maintains pool of qualified candidates. 
	 
	 
	 
	 
	 


 
Training and development (Independent variable) 
	Particulars  
	SD 
	D 
	N 
	A 
	SA 

	1. My organization provides me with the training opportunities, which are helping me to increase my range of skills and abilities. 
	 
	 
	 
	 
	 

	2. Available training matches my job. 
	 
	 
	 
	 
	 

	3. Training courses assist in me developing both professional and personal career paths. 
	 
	 
	 
	 
	 

	4. This organization provides opportunities for staff training and career development on a yearly basis 
 
	 
	 
	 
	 
	 

	5. My company is committed towards training and development of the employees. 
	 
	 
	 
	 
	 



Compensation (Independent variable) 
	Particulars  
	SD 
	D 
	N 
	A 
	SA 

	1. My organization provides fair pay based on the performance. 
	 
	 
	 
	 
	 

	2. The monetary and nonmonetary benefits that I receive here similar job is equal to that in other banks 
	 
	 
	 
	 
	 

	3. The salary and benefits I receive in this organization is in correspondence with my responsibilities 
	 
	 
	 
	 
	 

	4. Compensation is satisfactorily reviewed from time to time 
	 
	 
	 
	 
	 

	5. I have clear understanding of pay policy. 
	 
	 
	 
	 
	 



Performance appraisal (Independent variable) 
	Particulars  
	SD 
	D 
	N 
	A 
	SA 

	1. Organization provides me some increment in salary after performance Appraisal? 
	 
	 
	 
	 
	 

	2. Performance Appraisal help to provide an atmosphere where all are encouraged to share one another burden? 
	 
	 
	 
	 
	 

	3. Performance appraisal helps people set and achieve meaningful goals? 
	 
	 
	 
	 
	 

	4. Performance of employees improve after process of performance appraisal? 
	 
	 
	 
	 
	 

	5. Performance appraisal improves motivation and job Commitment? 
	 
	 
	 
	 
	 



Employee commitment (dependent variable)  
	Particulars  
	SD 
	D 
	N 
	A 
	SA 

	1. I'm prepared to go above and beyond what is typically anticipated to contribute to the success of this business. 
	 
	 
	 
	 
	 

	2. I talk up this organization to my friends as a great company to work for. 
	 
	 
	 
	 
	 

	3. I feel very little loyal to this organization 
	 
	 
	 
	 
	 

	4. I find it difficult to agree with this company’s policies on important matters relating to its employees 
	 
	 
	 
	 
	 

	5. I find that my values and the company’s values are very similar. 
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