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ABSTRACT

Human resource management is the strategic approach to the effective management of
people in a company or organization that help to maximize the employee performance
and help to gain competitive advantage. Employee turnover refers to the number or
percentage of workers who leave an organization and are replaced by new employees.
HRM practices need to be adopted by organizations to decrease the turnover intention of
employees. The major objective of the study is to identify the impact of HRM practices
on employee turnover intention in Nepalese commercial banks. The study considers five
human resource management factors: training, reward, performance appraisal, working
condition, and career development. This study is based on primary source of data. The data
was collected through an online questionnaire through Google forms which were sent via
messenger and email. The questionnaire was distributed to 384 respondents but were
filled by 309 respondents. The data were collected by using convenience sampling of
non- probability sampling method. The study employed the causal-comparative research
design to determine direction, magnitudes, and relationships between dependent variables
and different independent variables. The research study used descriptive analysis to
explain and summarize data and inferential analysis to draw the conclusion. The collected
data was evaluated using Pearson’s correlation and multiple regression analysis in order to
find out the level of significance, relationship and impact between independent and
dependent variables. The result of the research study revealed that training, reward,
performance appraisal, working condition and career development are significantly
correlated with employee turnover intention. Of these factors, career development and
performance appraisal play the major role in determining the turnover intention of

employees in Nepalese commercial bank.

Key words: Employee turnover intention, training, reward, performance appraisal,

working condition, career development



CHAPTER I
INTRODUCTION

1.1 General background

The strategic method of effectively managing an organization's or company's workforce
to provide it a competitive edge is known as human resource management. According to
Johanson (2009), HRM s a role in businesses that aims to optimize worker performance
in support of the strategic goals of the employer. Human resource management (HRM) is
defined by Armstrong (2006) as a strategic and cogent approach to the management of an
organization's most valuable assets, its employees, who both individually and collectively
contribute to the accomplishment of its goals. The primary focus of human resources is
striking a balance between organizational procedures and legal and collective bargaining
obligations (Klerck, 2009).

The quantity or proportion of workers who depart from a company and are replaced by
new hires is referred to as employee turnover. The act of a single person leaving an
organization's membership ranks is known as turnover (Price, 2001). It's interesting to
note that turnover purpose is implicit, unlike real turnover. A declaration regarding a
particular conduct of interest is called an intention (Berndt, 1981). Price (2001) defines
turnover intention as a person's desire to leave an organization. But before we get started,
let's talk about the difference between turnover and turnover intention. According to
Cotton and Tuttle (1986), there is a compelling argument that the term "turnover” refers
to actual turnover behavior, or the movement of employees to other organizations,
whereas the term "turnover intention" refers to employees' behavioral intention, or their
perceived likelihood of leaving the current organization. According to Wang et al. (2012),
turnover intention refers to a circumstance in which an individual intends to leave their
present employer. According to Choi et al. (2012), there are two types of turnover
intention: voluntary and involuntary. The process via which an employee decides whether
to remain with the company or leave is known as voluntary turnover (Wells & Peachey,
2010). Furthermore, an involuntary turnover occurs when an employee's decision to

remain with the company or leave is under the control of the business.



If workers are dissatisfied with any of the many aspects of the business, they will quit
(Johari et al., 2012).

Although human resource department experts are the ones who are most concerned with
employee turnover, academics and organizational managers have given this contemporary
phenomena a lot of attention because of its negative consequences on businesses (Ton &
Huckman, 2008). Couger (1998) discovered that inadequate grievance processes or a lack
of desire, which eventually results in subpar performance, are the main causes of
employee turnover. Thus, the topic of employee turnover has always piqued the interest
of academics and business strategists alike. For the company to remain effective in
cutthroat business conditions, each organization wants to hold onto capable and
promising personnel (Hausknecht et al., 2009). Holzer & Wissoker (2001) assert that
rather than being a reflection of chances for promotion into higher positions, turnover

seems to be a reflection of serious workplace issues.

According to Noe (2002), training is a strategy that helps employees of an organization
gain information and skills relevant to their jobs as well as enhance and modify their
attitudes and behaviors to help the business achieve its goals. According to Chiang and
Birtch (2008), the term "reward" refers to a wide range of offerings that an employer is
prepared to make available to a worker in exchange for the worker's efforts.

A systematic system of reviewing and evaluating an individual's or a team's performance
on a job is called a performance assessment (Mondy, 2010). Working conditions are
described by Chong et al. (2013) as the physical characteristics of the workplace,
employment hours, legal rights and duties, and any other variables that impact labor.
Effective use of human resources may provide a business with a competitive edge in the
banking sector. The reason for this is that people view the services it offers as being
inseparable from their supplier (Nadiri & Tanova, 2010). Managers must support
employees in taking charge of their own careers by encouraging them to do so, providing
ongoing support in the form of performance reviews or individual feedback, and making
company information about the organization, career opportunities, positions, and

openings that may be of interest to staff members available (Chen et al., 2004).



An efficient training program may increase commitment and lower staff turnover, claim
Sahinidis and Bouris (2008). According to Hassan et al. (2013), there is a negative
correlation between employees' intention to leave and the impact of training on staff
retention. One human resource strategy that might provide a business a competitive edge
is training and development (Schuler & MacMillan, 1984). To lower the aim of turnover,
a business should prioritize addressing concerns with equitable task sharing, equitable
recruiting procedures, and equal possibilities for career advancement or promotion
(Chambers, 2008). Joarder et al. (2011) looked at the link between turnover intention and
emotional commitment in HRM practices and its mediating function. According to the
study, the choice to leave a job is strongly and adversely correlated with salary. Long and
Perumal (2014) found that the biggest influence on turnover intention appeared to be
performance management. Vignaswaran (2008) looked at the connection between
workers' intentions to stay with the company and their performance reviews. Rumman
(2013) looked into the connection between the work environment and employees'
intention to leave, and he concluded that improving working conditions can have a
significant impact on lowering turnover. Ton (2008) examined how career development
practices (CDP) and turnover intention are mediated by perceived organizational support
(POS), and discovered that career development opportunities make employees more

likely to want to stay with the company.

According to Bishwakarma (2016), career progression progress is the second most
important factor that directly influences employees' inclinations to leave the company in
Nepal, behind promotion speed and compensation increase. According to Baniya (2004),
employees are only given the chance to expand their knowledge, skills, and capacities
through training. Giving employees chances for growth has the beneficial effects of
raising productivity, improving performance, and strengthening employee loyalty to the
company. It also lessens the likelihood of quitting your work. Gautam (2011) discovered
that hiring mid-career and experienced human resources is preferred by Nepali

enterprises. It benefits the companies by saving both time and money on training.

The conversation above demonstrates the importance of the research on HRM practices
and intention to leave. Numerous research on the same subject have identified the
different elements influencing employee turnover. Although similar findings exist in the
context of other nations, including Nepal, there are insufficient findings in Nepal's



particular situation. Therefore, the goal of this study is to determine how different HRM
strategies and employee turnover intention in Nepalese commercial banks relate to one

another.

1.2 Problem Statement

In the instance of a Nepali commercial bank, turnover intention is now a frequent topic of
conversation. A company's plan to leave indicates a severe issue in terms of losing talent,
hiring more staff, and paying for training (Loi et al., 2006). A number of variables
influenced the intention of employees to leave. Additionally, a high turnover rate poses a

risk to the business and lowers production and efficiency.

Amediku (2008) claims that one of the biggest problems the different banks are facing is
retention. In addition to negatively impacting organizational performance, a high
employee turnover intention rate in the banking industry raises the costs of recruiting new
hires, onboarding them, and providing them with the training they need to do their jobs

well.

Employee turnover intention is influenced by a number of factors, including work role,
job satisfaction, and HRM procedures (Amah, 2009). Losing talented and competent

workers means losing the competitive edge in this age of fierce competition.

When your company's most talented workers are defecting to another, it's a reason to be
concerned about employee turnover since there might be anything you can do to keep
them around. Turnover costs businesses money. Up to two years' worth of salary and
benefits might be incurred in direct expenditures like hiring, screening, and training new
hires as well as indirect costs like stress on current employees, decreased output, and bad

morale for businesses (Ramlall, 2004).

Healthy working environments are experimentally associated with decreased employee
turnover, higher job satisfaction, and lower levels of workplace stress and burnout,
according to Kramer and Schmalenberg (2008). Rumman (2013) looked into the
connection between the work environment and employees' intention to leave, and he
concluded that improving working conditions can have a significant impact on lowering

turnover. The significance of the work environment in lowering employee turnover in the



hotel sector was discovered by Okae and Mushi (2018). Similarly, Bibi et al. (2016)
discovered a substantial negative association between employee turnover intention and
the working environment. Since employee turnover is a complicated issue, different

organizations have different reasons for it (Griffeth et al., 2000).

According to Chew and Chan (2008), professional growth and training had no significant
relationship with organizational commitment, and taking on a hard task had no significant
relationship with the intention to stay. The intricacy of turnover behavior, according to
Long and Perumal (2014), suggests that no one theory can definitively identify a single
prediction as the root cause of all turnover intents. In a similar vein, Altarawmneh & al-
Kilani  (2010) asserted that age and departure intents are unrelated.
Long and Perumal (2014) found that the biggest influence on turnover intention appeared
to be performance management. Vignaswaran (2008) looked at the connection between
workers' intentions to stay with the company and their performance reviews. According to
the study, there is a negative correlation between turnover intentions and satisfaction with
performance appraisals. According to Ali et al. (2014), there is a noteworthy inverse
association between employees' desire to leave their employer and the performance
evaluation procedures used in human resource management. In a similar vein, Chong et
al. (2008) contended that one of the primary factors contributing to employees' desire to

quit is performance reviews.

Sharma (2016) found that the main factors influencing job satisfaction in Nepalese
commercial banks are performance evaluation, working conditions, and training &
development. According to Chapagain (2011), a key factor influencing corporate
engagement is employee participation staff motivation in Nepalese banking is positively

impacted by increased staff engagement.

According to Bishwakarma (2016), in the Nepalese context, career progression progress
is the second most important factor that directly influences employees' intents to leave,
behind promotion speed and compensation increase. Gautam (2013) found a negative
correlation between employee desire to leave and pay, accurate job information, career
growth, and work-family balance.



The discussion above demonstrates the inconsistent nature of empirical data. Therefore,
this investigation must be carried out in order to support one or the other viewpoint. Thus,
the following topics are covered in this study within the framework of Nepalese
commercial banks, with a particular emphasis on HRM techniques in use:
1. What variables affect the intention of staff turnover in Nepalese commercial
banks?
2. Does employee turnover intention change with training?
3. Do Nepalese commercial banks have any correlation between employee turnover
intentions and rewards?
4. Do working circumstances affect an employee's decision to quit?
5. Is there a relationship between an employee's intention to resign and their
performance review?
6. How much does professional development influence Nepalese commercial banks'

objectives toward turnover?

1.3 Objectives of the study

This study's main goal is to investigate how HRM practices affect employees' intentions
to leave Nepalese commercial banks. The following are the study's additional particular
goals:

1. To ascertain which HRM procedures in Nepalese commercial banks may have an
impact on employees' intentions to leave.

2. To assess the impact of employee turnover intention in Nepalese commercial
banks on training, incentives, performance reviews, working conditions, and
career development.

3. To ascertain the potential impact of HRM procedures on the intention of staff

turnover in Nepalese commercial banks.

1.4 Hypothesis

Research hypotheses are well-informed beliefs that are supported by data and accepted
ideas. This study investigates the relationship between HRM practices and employees'
inclinations to quit using hypothesis testing. The following theories were created and put

to the test once the research topic, question, and objectives were determined.



Hypothesis 1

Hassan et al. (2013) found that workers' intentions to quit the company are inversely
correlated with training, meaning that higher levels of training result in fewer intentions
to leave. Verhee (2011) conducted an analysis of the link between employees' plans to
leave and training, and discovered that training can increase commitment, which in turn
can decrease employees' intentions to leave. According to Martin (2003), companies that
make investments to improve the skills and competences of their current personnel have
lower employee turnover rates than those who do not support employee development

programs.

H1: The purpose of employee turnover and training are negatively correlated.

Hypothesis 2

Joarder et al. (2011) proposed a negative and substantial relationship between
remuneration and the choice to leave. Employee awards increase employee retention but
do not increase work happiness, according to Terera and Ngirande's (2014) analysis of the
relationship between rewards and job satisfaction. In a similar vein, Gieter and Hofmans
(2015) discovered a negative correlation between the intention of employees to resign and
the impact of awards.

H2: The goal of employee turnover and reward have a negative connection.

Hypothesis 3

Long and Perumal (2014) found that the biggest influence on turnover intention appeared
to be performance management. Vignaswaran (2008) looked at the negative correlation
between turnover intentions, satisfaction, and performance appraisal. According to Ali et
al. (2014), there is a noteworthy inverse association between employees' desire to leave
their employer and the performance evaluation procedures used in human resource
management. The following theories have been proposed in light of this study:

H3: The goal of employee turnover and performance evaluation have a negative link.

Hypothesis 4

Reducing turnover may require improving working conditions (Rumman, 2013). The
significance of the work environment in lowering employee turnover in the hotel sector
was discovered by Okae and Mushi (2018). Similarly, Bibi et al. (2016) discovered a



substantial negative association between employee turnover intention and the working
environment.

H4: The purpose of employee turnover and working conditions are negatively correlated.

Hypothesis 5

Karavardar (2014) looked at the connection between turnover intention and
organizational career growth and discovered a negative correlation. Ton (2008)
discovered that the provision of career development opportunities enhances workers'
inclination to continue as members of the business. Ababneh's (2013) study revealed a
negative correlation between job turnover and career development methods. Martinez and
Diala (2014) also proposed a negative correlation between quitting intention and career

advancement.

H5: The purpose of employee turnover and career growth are negatively correlated.

1.5 Rationale of the study

Compared to other nations, Nepal has far less literary resources than other nations.
Numerous research on this subject have been conducted in other nations. Therefore, the
purpose of this study is to determine how HRM practices and employee turnover
intentions in Nepalese commercial banks are related. This work is significant from a
theoretical and practical standpoint. This study contributes to a deeper knowledge of the
link between HRM practices and turnover intention, which many institutions might utilize
as a guide or source of information. This study will assist us in identifying the elements
that must be enhanced in order to keep skilled labor, which will lower employee turnover.
In order to examine the numerous hypotheses and presumptions on employee turnover
intention found in HRM studies, this research offers fresh data. This information will aid
in the development of policies aimed at preventing employee turnover.
This research focuses on how to keep a skilled and competent staff in order to maintain a
competitive edge over employees who intend to leave. The study's conclusions and
suggestions have given banks a strong foundation on which to manage their current
personnel effectively and keep them on board for the long term. These observations also
hold true for other industries, such manufacturing and hospitality. Essential elements like

as performance reviews, incentives, education, and workplace settings have a big impact



on whether workers decide to stay or go. Therefore, in order to reduce employee turnover,

firms need to concentrate on certain HRM strategies.

1.6 Limitations of the study

Thus, companies need to focus on specific HRM methods in order to lower employee

turnover.

To evaluate the effect of HRM strategies on employee turnover intentions, the
study mainly uses primary data. As a result, the correctness of the information
provided by the respondents determines how reliable the results are.

Among other financial institutions, this analysis excluded data from financing
businesses, insurance providers, and development banks.

A restricted set of HRM practice factors were taken into account. This study has
not taken into account other HRM activities, such as recruiting and selection,
orientation, succession planning, etc.

A questionnaire was the sole tool used to collect data. To validate the information,
an open-ended questionnaire or qualitative elements should have been used.

To rule out any possible non-linear regression associations, the study assumes a

linear regression relationship between the independent and dependent variables.
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CHAPTER 11
LITERATURE REVIEW

A literature review is a critical examination of a section of the published literature that
includes a summary, theoretical studies, a categorization and comparison of earlier
research, and a review of the literature. It is a deliberate summary of the body of research,
debate, and consensus around the subject. It provides an overview and analysis of what is
currently known about the subject of study. As a result, evaluations of the literature on
this subject are made in a relevant and linked manner. It provides the research with a
historical framework. A review of theoretical and empirical investigations is given in this
chapter. Numerous investigations have been carried out to examine the connection

between employee turnover intention and HRM practices.

2.1 Theoretical Review

Employee churn is a major problem for businesses everywhere, and it presents particular
difficulties for Nepal's banking industry. The present study's theoretical framework
investigates the effect of Human Resource Management (HRM) practices on employee
turnover intention in commercial banks located in Nepal. Banks may create plans to
improve employee retention and lower turnover rates by knowing the connection between
HRM practices and employee desire to leave. Some key HRM strategies that have a big
influence on employee turnover intention include training, rewards, performance reviews,

career development, and working conditions.

Human Capital Theory

The information, abilities, and experiences that people acquire from education and
training are referred to as human capital. Workers that possess more professional
knowledge are more adept at resolving issues and finishing assignments (Becker, 1964).
Human capital theory states that people with more formal education often have more
work options and are more flexible in their career choices (Hulin et al., 1985). On the
other hand, those with less education have fewer career alternatives. Because they are
more likely to obtain job offers from other companies due to their greater general human
capital, highly talented individuals can transfer across organizations more readily than
their less qualified counterparts when the labor market is vigorous (Gerhart, 1990). It
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emphasizes how important it is to make investments in the knowledge and skill
development of staff members. It implies that companies may increase worker
productivity and reduce attrition intention by investing in training and development.
Employees view training as an invaluable resource that improves their employability and
career prospects, which in turn encourages higher levels of organizational engagement

and lowers the risk of attrition.

Equity Theory

The core of equity theory is how incentives are seen to be distributed fairly within an
organization. It makes the assumption that workers assess their input-output ratio in
comparison to others' and work toward equality (Adams, 1965). Employee work
satisfaction rises and their desire to leave the company decreases when they believe that
incentives and recognition are given equitably. However, if workers feel unfairly treated,
they may become dissatisfied with their jobs and be more likely to leave. Employees who
feel unfairly treated become demotivated and dissatisfied, which in turn leads them to
look for better jobs, hence increasing the likelihood of employee turnover.

Expectancy Theory

According to expectation theory, a worker's motivation is greatly impacted by their
perception that their efforts will lead to the performance they want and the benefits that
follow. This theory suggests that motivation is a consequence of three things: the valence
or value of rewards; the instrumentality of performance leading to rewards; and the
expectation that effort will result in performance, according to Vroom (1964).
Performance assessment systems that are effective in reducing turnover intention and
improving employee engagement can do this by giving frequent feedback and
coordinating employee goals with company objectives. Workers are more inclined to
stick with an organization if they believe there is a direct correlation between their
performance and the benefits they get (Porter & Lawler, 1968). According to expectation
theory, an employee's motivation is highly influenced by their perception that their efforts
will yield the intended outcomes and incentives. Effective performance review systems

link employee goals with organizational objectives and offer consistent feedback.
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Job Characteristics Model

The Job Characteristics Model highlights how important job design is in determining how
motivated and satisfied employees are at work. This concept implies that high work
diversity, autonomy, and a sense of meaningfulness might result in lower turnover
intention and increased job satisfaction (Hackett and Oldham, 1976). Employees are more
satisfied with their jobs overall and are less likely to plan to leave when they find their
work interesting and feel like it makes a difference. Organizations may increase employee
retention rates and well-being by designing employment with these qualities in mind and

fostering a safe, supportive work environment.

Social Exchange Theory

According to the Social Exchange Theory, reciprocal exchanges form the foundation of
the connection between workers and their employer. According to Blau (1964), when
workers believe their employer actually cares about their professional growth and general
well-being, they are more likely to show loyalty and have less plans to quit. Opportunities
for career advancement, encouragement, and affirmative feedback from the company
show staff members that the company values their long-term development. This view
reduces the inclination to leave the company and increases organizational commitment.
Employees are more likely to contribute to the company with better work if they believe
they are receiving enough support from the company in the form of training, rewards,
career development, performance reviews, safe working environments, etc. This also

strengthens their sense of belonging and lowers the intention of leaving the company.

2.2 Empirical Review

Chong et al. (2013) looked at how employees' intentions to leave were affected by HRM
practices. The primary goal of the research project was to determine if HRM practices
had a direct impact on UTAR professors' intentions to leave their jobs. Through the
distribution of a questionnaire, the sources of information were gathered from the
respondents' responses. The study variables were tested for relationships using the causal
research paradigm. 300 respondents were polled for the study using a stratified and then
random sample method. The questionnaire survey yielded data, which SPPS compiled,
analyzed, and evaluated. Descriptive analysis, scale measurement, and inferential analysis

have all been used in the analyses. The findings indicated that the primary factors
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influencing employees' intentions to quit were performance reviews, compensation,

working conditions, and equal employment opportunities.

Long and Perumal (2014) looked into how employees' intentions to leave were affected
by HRM procedures. The primary objective of the research was to conduct a thorough
analysis of the ways in which human resource strategies might mitigate the adverse
effects of excessive staff turnover on the firm. For the purposes of the study, a Singapore-
based security company's supervisors and ground security personnel made up the
population sample. The impact of HRM practices was measured on a 5-point Likert scale.
Data analysis techniques included the two-tailed test, empirical research, and Pearson
correlation theory. According to the study's findings, turnover intention appears to be
most strongly impacted by performance management. The study also demonstrated the
complexity of turnover behavior and showed that no one explanation can explain why a

certain predictor causes all turnover intents.

Ali et al. (2014) investigated the connection between employee outcomes and HRM
practices. 224 instructors from public sector universities in the Malakand division of
KPK, Pakistan, provided information via a questionnaire. The data that was obtained was
analyzed using SPSS 17. The study found that, although there is a negative relationship
with employees' intention to leave, compensation, promotion, and performance evaluation
practices of human resource management have a significant positive relationship with job
satisfaction, organizational commitment, organizational citizenship behavior, and

employees' perceived performance.

A research by Martinez and Diala (2014) looked at the connection between employee
turnover intention and career development opportunities. The study used a random
sample approach for its survey. A poll on career growth and intention to leave was
completed by 400 U.S. employees in the food and beverage business. For data analysis,
Pearson coefficient analysis was used to every variable. The findings indicated a
statistically significant negative association between employees' inclination to leave and

professional growth possibilities.

Gieter and Hofmans (2015) investigated how incentives affected workers' performance
and desire to leave the company. The research used stratified random sampling for its
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survey. In all, 179 workers took part in the research. The study divided incentives into
three categories: monetary, material, and psychological. To determine the relationship
between the various research variables, descriptive statistics, regression analysis, and
correlation were employed. According to the study, there is a substantial negative

correlation between employee awards and their inclination to quit.

Nicolas et al. (2016) examined the relationships between dissatisfactory working
circumstances and departure intentions. A total of 336 workers were chosen at random
from various institutions and organizations. A collection of inquiries was dispersed
among the individuals involved. SPSS was used to calculate all of the data (version 23).
For each variable, the mean, standard deviation, and bivariate correlation were calculated.
Only the significant associations in the research underwent mediation analysis. According
to the study, employees' propensity to leave is strongly correlated with subpar working
conditions. The study also showed that employees are more inclined to willingly quit their
existing jobs when faced with dangerous working circumstances. However, the
employees will not abandon their plans to leave if the employer does not make the

required changes to the working environment.

At 2017, Karuri conducted a study on employee turnover and HRM practices at Kenyan
commercial banks. Primary sources of data gathered from commercial bank employees
were used in the study. In this study, self-administered questionnaires on a 5-point Likert
scale were used to obtain quantitative data. The study used a descriptive research
approach. Using SPSS, inferential and descriptive statistics were employed for data
analysis. The study found that employee turnover in commercial banks was significantly
influenced by four variables: staff training, salary, and appraisal. The bank's hiring

practices had little impact on staff attrition.

Sharew (2017) provided an explanation of how incentive policies affect workers'
intentions to leave. The objectives of the study were to quantify the levels of turnover
intention and investigate the associations between incentives and turnover intention. Both
primary and secondary data sources were employed in the investigation. A survey
approach was used in conjunction with an explanatory research design. Explanatory
techniques were used in the study. Data were summarized using frequencies, percentages,

means, and standard deviations, and associations were found using regression analysis
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and Pearson’'s correlation coefficient. The questionnaires were statistically analyzed using
SPSS version 20. The study found that income, benefits, promotions, acknowledgement
and appreciation, training and development, and work environment account for 62.2% of
the variation in employees' desire to leave. The work environment was the factor that

affected employee turnover intention the most out of all of them.

Okae and Mushi (2018) used Herzberg's Two-Factor Motivation-Hygiene Theory to
investigate employee turnover in the hotel sector. The correlational study's goal, which
was based on the motivation-hygiene theory, was to determine how employee turnover
intention related to work environment, motivation, job satisfaction, engagement, and
remuneration. A convenience sample consisting of 156 hospitality employees from
Western Georgia and central Mississippi was collected. The data was analyzed using
simultaneous multiple linear regression as the statistical method. In order to lower
employee turnover in the hotel sector, the study emphasized the significance of job
satisfaction, employee remuneration, employee engagement, and work environment.
Jiru (2019) investigated how employee turnover intentions in Ethiopian commercial

banks were affected by HRM practices.

Using a mixed-method approach, the study used primary sources of data, and both
quantitative and qualitative approaches were used to obtain the data. The design of the
research approach is cross-sectional and explanatory. Descriptive statistics, such as
frequency, mean, standard deviation, kurtosis, and skewness, as well as inferential
statistics, such as binary logistic regression, were employed for data analysis. The study
found that HRM practices account for 62.8% of the variation in employee turnover
intention. The study came to the conclusion that employees' intents to leave their jobs are
highly influenced by selection, training and development, pay, and working environment.
The results indicated that in order to keep workers, businesses should review their HR
procedures, paying special attention to the points mentioned.

The influence of job satisfaction, work-family conflict, and career advancement on
millennials' decision to leave the banking profession was discussed by Elian (2020).

Measuring the impact of job satisfaction, work-family conflict, and career development
on millennial turnover intentions in Indonesia's banking sector was the main goal of this

study. The research study used Millennial banking workers in Indonesia as primary
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sources of data, and PLS-SEM was used to evaluate the data. The findings showed that
whereas job satisfaction is reported to have a substantial negative direct influence towards
turnover intention, work-family conflict has a significant positive direct impact on
turnover intention. It's interesting to note that unless job satisfaction acts as a mediator,

career development has no discernible direct influence on turnover intention.

In the Malaysian banking industry, Shah et al. (2020) looked at the direct and indirect
effects of HR procedures on turnover intentions through organizational citizenship

behavior.

Primary data for the study were gathered from the top five branches in Kuala Lumpur,
Malaysia, using 510 questionnaires. This study used structural equation modeling
(AMOS) for data analysis. The study found that organizational citizenship has a major
indirect impact of HR policies, and that HR practices have a negative impact on

inclinations to leave.

Sekar (2021) looked on how employee turnover intention was affected by HRM practices.
This research examined Adam's equity theory of motivation, sometimes referred to as the
equity theory of motivation model. A survey questionnaire with a 5-point Likert scale was
used to gather primary data from 140 academic and non-academic staff members.
Multiple regression analysis and Pearson correlation were two of the descriptive and
inferential analytic techniques used to examine the data. The study came to the conclusion
that employee turnover is greatly impacted by human resource policies including
performance reviews, incentives, fair employment chances, working environment, and

training and development.

Sija (2021) investigated the relationship between work satisfaction and employee
turnover intentions in Malaysia's financial services sector. This study aims to ascertain the
connections between employee turnover intention and pay and benefits, employee
recognition, supervisory assistance, and promotional opportunities. Through the use of a
Google form, 127 workers provided primary data for the study. With SPSS, descriptive
and inferential data analysis was performed. According to the results, the greatest
predictor of employee turnover intention is promotional opportunity, which is followed
by pay and benefits.
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In private banks in Sindh, Pakistan, Hakro (2022) looked into the effects of work
overload, job satisfaction, employee engagement, and workplace stress on the intention of
employees to leave. Employees' responses on a seven-point Likert scale questionnaire
served as the major sources of data for this study. The 208 samples were gathered using
convenience and snowball sampling methods, which are non-probabilistic sampling
procedures. Based on a logical approach, the study design is quantitative, cross-sectional,
and explanatory in character. Partial Least Square-Structural Equation Modeling (PLS-
SEM) and the Statistical Package for Social Sciences (SPSS version 22.0) were used to
analyze and interpret the data. The study found that employee turnover intentions are
positively and significantly correlated with work overload and job satisfaction, with the

exception of these two factors.

The following is the structure of the literature review that was completed for this study:
Table 1

Literature Review

Study Obijectives Methodology Major Findings
Chong et To examine the The study employed Performance reviews,
al. (2013) impact of human a causal research compensation, working
resource design and collected conditions, and equitable job
management data from a stratified opportunities are the
practices on random sample of primary factors contributing
employees’ turnover 300 respondents via to employees' decision to
intention questionnaires. SPSS quit.
was used for
descriptive statistics,
scale measurement,
and inferential
analysis.
Long and To discuss A 5-point Likert scale Turnover intention seemed
Perumal  extensively on the measured the impact to be most strongly
(2014) impact of human of HRM practices. impacted by performance
resource  practices Data analysis management.
that can alter the involved Pearson
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Ali
(2014)

et al.

Martinez
and Diala
(2014)

Gieter
and
Hofmans
(2015)

Nicolas et
al. (2016)

negative effect on
the organization due
to high employees’
turnover

To

relationship between

examine the

human resource
management
practices and
employees’
outcomes.

To determine the
relationship between

career development

opportunity and
employee turnover
intention.

To analyze the effect
of rewards on
employees’ intention
to quit the job and

performance.

To analyze the links
between poor
working conditions

and intentions to

correlation, empirical
study, and a two-

tailed test

A sample of 400 U.S.
food and beverage
employees completed
a survey on career
development and
turnover  intention,
analyzed using
Pearson  coefficient
analysis.

The study surveyed
179 employees using
stratified random
sampling. Descriptive
statistics, regression,
and correlation
analyses were used to
examine relationships
among variables.

The study randomly
336

from

selected
employees

various organizations.

Employees' inclination to
leave has a negative link
with compensation,
promotions, and

performance reviews.

There is a strong negative

correlation between
employees’ inclination to
leave and  professional

growth possibilities.

The

employees get and their

incentives that
intention to quit have a
negative, substantial link.

The employees will not back
down from their desire to
leave if the employer does

not take the required actions
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Karuri
(2017)

Sharew
(2017)

leave

To investigate the

human resource
management

practices and
employee turnover

in commercial banks

in Kenya.

To explain the effect
of reward practices
on employees’

turnover intention.

Data from

questionnaires  were
analyzed using SPSS,
computing  means,
standard deviations,

bivariate correlations,

and mediation
analyses on
significant

relationships.

The study collected
primary data from
bank

staff using a self-

commercial

administered

questionnaire with a
5-point Likert scale.
It employed a
descriptive research
design and analyzed
data with inferential
and descriptive
statistics using SPSS.
The

primary

study  used
and

secondary data with

an explanatory
research design.
SPSS  wversion 20

analyzed survey data,
including
frequencies,

percentages, means,

to enhance the working

environment.

Employee  turnover in

commercial banks  was
significantly

staff

impacted by
training, pay, and
appraisals, but it was
unaffected by recruitment

tactics.

The workplace had the most
influence on employees'

intentions to leave.
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Okae and
Mushi
(2018)

Jiru and
Tadesse

(2019)

Elian
(2020)

To

employee

study the
turnover
in the hospitality
industry using
Herzberg’s Two-
Factor Motivation-

Hygiene Theory.

To

impact of Human

examine the
Resource

Management (HRM)
practices on
employee turnover
intentions in
commercial banks in

Ethiopia.

To

influence of Career

measure  the

and standard

deviations. Pearson’s

correlation
coefficient and
regression  analysis
determined
relationships.

A convenience
sample  of 156

hospitality employees
from Western

Georgia and central

Mississippi was
collected.
Simultaneous
multiple linear

regression was used
to analyze the data.
The study used a
mixed-method
approach, gathering
primary data through
both quantitative and
qualitative methods.
It employed an
explanatory,  cross-
sectional design,
analyzing data with

descriptive statistics

and binary logistic
regression.
The research study

utilized primary

The

lowering employee turnover

key elements in
in the hospitality sector

include job satisfaction,

employee remuneration,
employee engagement, and

work environment.

The

growth opportunities, pay,

selection  process,
and work atmosphere all

have a big impact on

individuals' intents to leave.

The findings showed that

Job  Satisfaction has a
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Shah et al.
(2020)

Sekar et
al. (2021)

Sija

Development,
Work-family
Conflict, and Job
Satisfaction on
Millennials
Turnover Intention
in Indonesia’s

banking industry.

To
Role of HR practices

investigate the

on turnover
intentions  directly
and through

organizational
citizenship behavior
in the banking sector

of Malaysia

To access the impact

of human resource

management
practices on
employee turnover
intention

To determine the

sources of  data
among  Indonesia's
Millennials banking

employees and data
were analyzed using
PLS-SEM.

The study involved
primary data
collected through 510
questionnaires  from

top five branches in

Kuala Lumpur,
Malaysia. For the
data analysis this
study applied
Structural  equation

modelling (AMOS).
Data were collected
through a 5-point
Likert scale survey.
Data Analysis

included descriptive

and inferential
methods, such as
Pearson  correlation
and multiple
regression.

The  study  used

substantial negative direct

influence on  Turnover
Intention whereas Work-
Family Conflict has a

significant favorable impact.

However, there is no
discernible relationship
between Career

Development and Turnover

Intention.

The intention to leave was
negatively impacted by HR

procedures.

Employee  turnover s
greatly impacted by human
and

resource policies

procedures, including
performance reviews,
awards, equitable
employment opportunities,
training and development,

and working environment.

The greatest predictor of
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(2021)

Hakro
(2022)

relationships
between the
compensation  and
benefit,  employee
recognition,

supervision support

and promotional

opportunity and
employee turnover
intention.

To investigate the
role of work
overload, job

satisfaction,
employee
engagement and job
stress on employee
turnover intention in
private  banks of

Sindh, Pakistan.

primary source of
data  from 127
employees  through
Google form.
Descriptive and
inferential data

analysis were used
through SPSS.

from 208

employees

Data
were
collected using a

Likert

research

seven-point
scale. The
design is quantitative
and  cross-sectional.
SPSS version 22.0
and Partial Least
Square-Structural

Equation

(PLS-SEM)
used for analysis.

Modeling

were

employee turnover intention
IS promotion  potential,
which is followed by pay

and benefits.

With the exception of work
overload and job

satisfaction, there are strong

and positive correlations
with  employee turnover
intentions.

2.3 Research Gap

There is a notable deficiency in the extant literature about the influence of human

resource management (HRM) practices on employee turnover intention in the context of

commercial banks in Nepal. There are still some significant gaps in the body of

knowledge about employee turnover intention and HRM practices. One significant

deficiency is the paucity of research conducted in Nepal that examine these topics.

Although international research provides valuable insights into HRM practices and

turnover intention, there is a notable dearth of current, country-specific research on
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Nepal's banking industry. Despite the abundance of research conducted globally, Nepal

has produced relatively little data.

Comparably, while a large body of study has been done on the subject of human resource
management and how it affects employee behavior, relatively little of it has been done
expressly with regard to Nepalese commercial banks. Furthermore, there is a significant
void in terms of the thorough investigation of certain factors. Studies that have hitherto
been conducted have not taken into account factors that affect turnover intention in this
specific setting, such as career development options, performance rating techniques,
reward programs, and the overall quality of the workplace. There are chances to do

research to close this gap in knowledge.
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CHAPTER I
RESEARCH METHODOLOGY

One approach to methodically addressing the research challenge is through research
technique. It refers to the different sequential actions that a researcher must do in order to
explore the topic with certain goals in mind. This chapter's discussion of research
methods offers several difficulties and elements that serve as a guide for the research
investigation. The purpose of this chapter is to provide an overview of the types and
sources of data, sample selection, variable categorization, validity and reliability tests,
and methods used for data interpretation and analysis. It also focuses on demographic and
sample characteristics, necessary data collection methods, analysis and interpretation
strategies, etc. Additionally, the methods of explanation that are employed are provided

and examined.

3.1 Research Design

The foundation for carrying out research initiatives is provided by research design. It is
critical that researchers choose a design that supports their goals and research questions
(Creswell, 2009). Descriptive and causal-comparative research methodologies were used
in the study to address the underlying problems related to staff turnover in Nepalese
commercial banks. It makes an effort to identify and explain the factors. It describes a
condition by means of description, classification, measurement, and comparison. A
causal-comparative research strategy was employed in this study to ascertain the
direction, magnitudes, and correlations between various independent factors and
dependent variables. To determine the cause and effect connection between the many
variables included in this study, a causal comparative research design is employed. The
study used a causal-comparative research methodology in an effort to ascertain the
reason(s) for any discrepancies between the variables, namely between independent and

dependent variables.

3.2 Population and sample
The study's population comprises of workers from commercial banks in Nepal. The

purpose of this research is to collect data from employees on their intentions to leave their
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jobs.
The sample size has been determined using the following formula.
Sample Size n=Z"2xpx*(1—p)/e’2
Where,
n = sample size
Z = Z-score corresponding to the desired confidence level
p = estimated proportion of the population expressing a certain characteristic
(typically 0.5 is used if the proportion is unknown)
e = desired margin of error
This working example assumes 0.5 standard deviation, 95% confidence level, and +/- 5%
margin of error (confidence interval).
Number of Samples: 384.16 ~ 384
Therefore, 384 respondents received the questionnaire. Nevertheless, 309 individuals
completed the questionnaire. For this study, the response rate is 80.73%. The answers that
respondents filled out on question sheets served as the basis for this study. A suitable
sampling strategy was employed to construct and administer a questionnaire to the
respondents in order to collect data.

3.3 Sampling Techniques

The non-probability sampling approach has been used in this investigation. A non-
probability sampling strategy was used in the investigation since the population size is
unknown. It's especially helpful when conducting research under time and budget
restrictions. Because easy sampling yields speedy findings from data collecting and

survey, it was chosen for this study.

This technique makes it possible to choose individuals who are easily accessible,
including staff members of Nepalese commercial banks in the Kathmandu Valley. The
study intends to effectively get insights into the influence of HRM practices on employee
turnover intention within this particular demographic by concentrating on convenience.
Even with this drawback, handy sampling offers a workable method for getting timely
data that can nonetheless provide insightful information about the intention of employee
turnover. Easy accessibility Sampling is a cheap, simple, and accessible method of

gathering data from individuals that are easily accessible to the researcher, such as
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enlisting healthcare practitioners to participate in a study by having them attend a staff

meeting. Etkan and colleagues, 2015).

3.4 Nature and source of data

In accordance with the needs and purpose of the study, primary data are being used. The
primary data for this investigation were obtained. Primary data and information are
gathered about employee turnover intention in relation to training, rewards, performance
reviews, working conditions, and career development. Data for this study is gathered
using a standardized questionnaire. A respondent's profile, rank-type questions, and 5-
point scale questions with a range of 1 (strongly disagree) to 5 (strongly agree) are all
included in the questionnaire. Every piece of data that was acquired was used in
accordance with the requirements and needs of this research.

3.5 Reliability and validity

Validity pertains to the veracity of the results. It establishes the veracity of the research's
findings and if the study actually measures the things it was designed to evaluate. It
speaks to a measurement's accuracy, and a measurement is considered valid when it both
measures and carries out the tasks it is intended to assist. It's the extent to which a

measurement faithfully captures the object of measurement.

Conversely, reliability pertains to the validity of the test and primarily examines the
instruments and outcomes of measurements. Reliability is the degree to which findings
hold up over time and provide a true picture of the entire group being studied. Cronbach's
alpha is computed to determine its value.

Cronbach's alpha was employed in this study to assess the primary data's dependability. It
makes it possible to gauge how reliable the various categories are. It depends on both the
average inter-correlation and the total number of test items. Estimates of the percentage of
variance in scores for various variables that may be attributed to chance or random
mistakes make up Cronbach's alpha. Generally speaking, construct dependability may be
inferred from a coefficient of larger than or equal to 0.7 (Cronbach, 1951). The
Cronbach's alpha coefficient is displayed in Table 2.
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Table 2

Coefficient of Cronbach’s alpha

Variable No. of Items Cronbach’s Alpha
Training 5 0.926

Reward 5 0.893

Performance Appraisal 5 0.947

Working Environment 5 0.923

Career Development 5 0.959

Employee Turnover Intention 5 0.944

Source: Responses on Survey Questionnaire

3.6 Method of Analysis

The statistical and economic models used to analyze primary data are covered in this
section. In order to find patterns, trends, and links, it entails arranging, characterizing, and
analyzing the data using statistical or qualitative approaches. Analyzing data is mostly
done to make use of the collected information to investigate research hypotheses or
answer research questions. This comprises a number of steps, including gathering and
organizing the data, analyzing it to obtain new perspectives, doing statistical analyses,
and interpreting the results. One type of quantitative research is data analysis, which
pertains to statistical analysis and aims to quantify the data. Data analysis is carried out in
accordance with the existing data pattern. Three methods of data analysis were used:
inferential analysis, descriptive analysis, and socio-demographic analysis. It entails
presenting and interpreting the data that is already accessible. The information gathered
from survey questionnaires is further deconstructed and formatted into the appropriate
form in accordance with the study goal in an intelligible manner. Both descriptive and

inferential analysis are used in the study.

In order for patterns to emerge that meet all of the requirements for the data, descriptive
analysis is a type of data analysis that aids in the constructive explanation, display, or
summarization of data points. It is employed to quantify various population and sample
characteristics. By characterizing the connection between variables in a sample or
population, descriptive statistics are used to describe data in an ordered way (Kaur et al.,

2018). With descriptive statistics, basic statistical methods are used to provide a relevant
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summary of the information, which facilitates easier dataset interpretation and better
analysis. It does not, however, offer any conclusions on the dataset. The variables' mean,
standard deviation, minimum and maximum values are included in the descriptive

statistics in order to explain the features of the sample businesses.

By examining random samples, inferential analysis uses analytical methods to make
conclusions about data about a population. Researchers can utilize a variety of statistical
measures provided by inferential statistics, which are based on the hypothesis testing
technique and the theory of probability, to make inferences about the sample findings.
Investigators can utilize a variety of statistical measures provided by inferential statistics,
which are based on the theory of probability and the hypothesis testing technique, to
make inferences about the sample findings (Matore et al., 2019).

The primary data analysis used in this study primarily addresses the topics of turnover
intention and human resource management. The dependent and independent variables
were measured using a five-point Likert scale with the options of strongly agree (SA),
agree (A), dissent (D), and disagree (SD).

IBM SPSS v25, Microsoft Excel, and Google Sheets were used for data entry and
analysis. The gathered information was carefully arranged in Google Sheets and then
imported into SPSS for additional processing. The study was improved by using
Microsoft Excel. To analyze the data in accordance with the goals of the research, both

descriptive and inferential analyses were carried out.

3.6.1 Descriptive Analysis

Mean

The mean of a particular sample is the average of the sum of all values divided by the
number of observations. It depicts all of the data, which is located roughly halfway
between the two extremes. Because of this, the mean is commonly used to describe a
measure of central tendency. It is computed using the relationship shown below:

Mean (X)) = (X1 + X2+....... + Xn)/n

Where,

X = Arithmetic Mean return x1, X2... Xn

Xn = Set of Observation

n = Total number of Observations
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Standard Deviation

A statistical tool called the standard deviation is used to calculate the ranges and
magnitudes of deviations from the mean or middle. It gauges the dispersion in absolute
terms. The variability will increase with a greater standard deviation and vice versa. Put
differently, it is beneficial to examine the data's quality in terms of its variability. It is
computed as:

Standard Deviation (S.D.) =

X -X)?

n

Where,

X = Arithmetic Mean return

X = Set of Observation

n = Total number of Observations

3.6.2 Inferential analysis

Coefficient of Correlation Analysis

A common method for determining the strength of the link between two variables is the
coefficient of correlation. When a change in one variable's value is accompanied by a
change in the other's value, two variables are said to have correlation. The field of
correlation analysis is based on a few key ideas. This study makes use of Karl Pearson's
Coefficient Analysis approach. It is computed using the two-variable formula below, and
little r stands for it.

nEXY — IXSY
ANEX? — (EX)A/nTY? - (2Y)?

Correlation Coefficient (r) =

Where,

r = coefficient of correlation

2XY = Sum of product of two series.
¥X? = Sum of squared of X series
TY? = Sum of squared of Y series

n = Sample size
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Regression Analysis Model:

By fitting a linear equation to observed data, the regression analysis model aims to
represent the connection between two or more dependent variables and an independent
variable. In order to investigate the effect of HRM practices on employee turnover
intention in Nepalese commercial banks, the following regression model is estimated in
this study:

ETI= Bot+B1T+B.R+B3PA+B,WC+B5CD+e

Where,

Bo= Intercept of the dependent variable

T=Training

R= Reward

PA= Performance Appraisal

WC= Working Conditions

CD= Career Development

ETI= Employee turnover intention

3.7 Research framework & definition of variables

An analytical tool for visualizing variables and their relationships is a research
framework. It serves to broaden the concepts. It serves as the cornerstone or framework
around which the study is built. An analytical technique for organizing thoughts or
drawing conceptual differences is the conceptual framework. It provides a methodical
explanation of how the independent and dependent variables relate to one another. The
entire investigation is conducted within the parameters of this hypothesis. The following
conceptual framework is established to summarize the major emphasis and scope in terms
of variables covered, based on the study's purpose and the literature research. It is crucial
that the conceptual framework be properly established and presented because the study's

main goal is to generate theories regarding the issues and queries.
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Independent Variables Dependent Variable

Training

Reward

Performance Appraisal L Employee Turnover Intention

Career Development

Working Condition

Figure 1: Schematic diagram of the theoretical framework.
Source: Sekar et al (2024), Choi et al. (2014)

Training:

In addition to helping employees gain information and skills relevant to their jobs,
training may help individuals modify their attitudes and behaviors to better fulfill the
goals of their businesses. An efficient training program may increase commitment and

lower staff turnover, claim Sahinidis and Bouris (2008).

Reward

Incentives in the form of recognition and remuneration are known as rewards, and they
are used to encourage desired behaviors, boost output, cultivate loyalty, and eventually
improve organizational success. According to Chiang and Birtch (2008), reward is a wide
concept that can refer to anything that a company is ready to provide an employee in

exchange for their efforts and that they may find valuable.

Performance appraisal

Organizations utilize performance appraisals, a methodical procedure, to assess workers'
job performance and offer them feedback on their contributions to the organization's
objectives, opportunities for growth, and overall strengths. A systematic system of
reviewing and evaluating an individual's or a team's performance on a job is called a

performance assessment (Monday, 2010).
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Working condition

The setting, conditions, and elements in which workers carry out their responsibilities
inside a company are referred to as working conditions. This includes the actual work
area, security protocols, tools, workload, planning, ergonomics, and the general
environment of the company. Working conditions are described by Chong et al. (2013) as
the physical characteristics of the workplace, employment hours, legal rights and duties,

and any other situations that impact labor.

Career development

The process of controlling one's professional development and success within a company
or chosen area is a continuous endeavor. Managers must support employees in taking
charge of their own careers by encouraging them to do so, providing ongoing support in
the form of performance reviews or feedback, and making company information about
the organization, career opportunities, positions, and openings that may be of interest to
staff members available (Chen et al, 2004).
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CHAPTER IV
RESULTS AND DISCUSSION

The primary data are systematically presented and analyzed in this chapter. For the aim of
the study, many statistical models that were covered in the preceding chapter have been
calculated. The results of the significant variables—which are presented in many parts
with analyses based on the customer questionnaires—are covered in this section.
Descriptive and inferential data presentation and analysis are the two categories. Tables,
charts, and figures are used in descriptive data analysis, whereas several statistical tests

are used in the inferential section.

There are five other subsections within this section. The demographics of the respondents,
descriptive statistics, position analysis, regression, correlation, and summary of the
hypothesis are all included in this part along with the profiles of the respondents.
Analyzing age, gender, income, education, and other pertinent demographic information
is part of this. Descriptive statistics are used in the research study for the main variables
being examined. This entails using statistics like mean, standard deviation, median, and
range to summarize each variable's distribution, variability, and central tendency.
Researchers provide readers a thorough grasp of the properties and distribution of the data
by including descriptive statistics for every variable. In a similar vein, the study uses
regression and correlation analysis to examine the data that was gathered. Investigating
the connections between the independent and dependent variables mentioned in the study
hypothesis is part of this. By determining the direction and intensity of relationships
between variables, correlation analysis sheds light on how interdependent they are.
Regression analysis also enables the investigation of the degree to which fluctuations in
the dependent variable are predicted by independent variables. The thorough statistical
testing strengthens the study's overall validity and lends credence to its conclusions.
Additionally, the procedures outlined in the preceding chapter are followed for testing
hypotheses.

4.1 Demography of respondents
The focus of sociodemographic data is typically the respondents' personal information. A

person's age, sex, education, and other traits all matter. The respondents' personal profiles
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according to their age, gender, occupation, monthly salary, and marital status are
displayed in the table. The knowledge of consumer behavior and attributes is often

predicated on the demographic aspects.

Gender

Gender is a significant variable in expressing and providing replies to the subject. It is the
classification of respondents as either male or female. In terms of gender, men make up
the majority of responders, followed by women and others. Out of the 309 responders in
total, Figure 2 shows that 191 are female, 108 are male, and 10 would prefer not to
disclose their gender. 62% of respondents were female, 35% were male, and 3% said they
would rather not reply. Compared to males, females make up a larger ratio. Women made
up a sizable portion of the study's respondents, as seen by their overwhelming presence in

the sample.

Gender

= Male = Female = Prefer notto say

Figure 2: Classification of respondents by gender
(Source: Field survey, 2024)

Age

A variety of age groups of respondents received the questionnaire. One of the most
crucial factors in determining the respondents’ opinions on the specific issues is their age.
Figure 3 illustrates how the respondents' age range is divided into four sections: under 25,
26-35 years, 36-45 years, and above 45 years. The study's largest age group, which
makes up 67% of the sample overall, is 26 to 35 years old. This is followed by age groups
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36 to 45 years old (25%), under 25 years old (6%), and over 45 years old (2%).
Understanding the target audience's makeup is aided by the age distribution.

—

= Under 25 = 26-35 = 36-45 Above 45

Figure 3: Classification of respondents by Age
(Source: Field survey, 2024)

Marital Status

One important demographic factor that reveals information about a population's makeup
is marital status. It aids in the understanding of how a person's marital status may affect
their experiences, actions, or results in particular situations. Figure 4 shows that
respondents’ marital status is divided into two categories: married and single. 81% of the
respondents are married, making up the majority, while 19% are single.

Marital Status

—

= Single = Married

Figure 4: Classification of respondents by Marital Status
(Source: Field survey, 2024)
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Educational Level

Understanding the respondents' educational history is crucial to understanding their
socioeconomic background, cognitive skills, and information processing abilities, all of
which have an impact on their intention to leave their job. Respondents with various
levels of education were given the questionnaire. Figure 5 displays the respondents'
educational attainment divided into four groups: those with intermediate or less
education, those with bachelor's, master's, and Ph.D. degrees, as well as the related
frequencies and percentages. The largest group of respondents—48 percent of the sample
as a whole—have bachelor's degrees, followed by master's degree holders (34%), M.Phil.
/ Ph.D. holders (13%), and those with intermediate education or less—5%. The
aforementioned split highlights the respondents' varied educational backgrounds, which is

essential to understanding employee actions.

Educational Level

13% '

34%

= Intermediate and below = Bachelor degree Master degree M. Phil/Ph.D

Figure 5: Classification of respondents by Educational level
(Source: Field survey, 2024)

Income Level

Among the important demographic factors is income status. Figure 6 illustrates how the
table divides respondents' income into four groups: under $20,000, $20,000-40,000,
$40,000-60,000, and $60,000 and over $60,000, as well as the related frequencies and
percentages. The bulk of responders—58% of the sample as a whole—earn between Rs.
20,000 and Rs. 40,000, followed by Rs. 40,000 to Rs. 60,000 (27%), Rs. 60,000 and

above (10%), and Rs. 20,000 and lower (5%). awareness employee behavior requires an
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awareness of the wide range of income levels among respondents, as is highlighted by

this breakdown.

\

= Below 20,000 = 20,000 — 40,000

Income Level

= 40,000 - 60,000

Figure 6: Classification of respondents by Income level

(Source: Field survey, 2024)

4.2 Respondents opinion on HRM practices

4.2.1 Training
Table 3
Descriptive Statistics on Training

Above 60,000

N

Minimum Maximum Mean

Std. Deviation

My organization does provide309
training opportunities.

My organization is interested in my309
personal and professional
development

My organization conducts training309
program in every year.

The training helps to extend my309
range of skills and abilities.

My organization separates budget309

for training and development.

1

5

241

2.37

2.50

2.54

2.79

819

.825

874

.858

.850

The findings of a survey asking respondents about training possibilities at their company

are shown in Table 3. The table provides descriptive statistics such sample size (N),

response range, mean scores that show central tendency, and standard deviation that



38

shows response variability. The average score for the statement "My organization does
provide training opportunities” is 2.41, with a standard deviation of 0.819. This suggests
that respondents generally think their company offers some training possibilities. With a
standard deviation of 0.825 and a mean score of 2.37, the second statement—"My
organization is interested in my personal and professional development”—was evaluated.
The comparatively low mean score indicates that most respondents think their company

doesn't care too much about their professional and personal growth.

In a similar vein, the third statement, "Every year, my organization holds training
programs,” had a standard deviation of 0.874 and a mean score of 2.50. This suggests that
most respondents concur that their company holds yearly training sessions. The fourth
statement had a mean score of 2.54 with a standard deviation of 0.858: "The training
helps to extend my range of skills and abilities." This shows that respondents generally
believe that training contributes to their ability to grow in a certain way. The last
statement, "My organization sets aside money for training and development,” had a
standard deviation of 0.850 and a mean score of 2.79. This implies that most respondents

concur that their company sets aside money for employee training and development.

At 2.79, the statement "My organization separates budget for training and development"”
has the greatest average value, while "My organization is interested in my personal and
professional development™ has the lowest average value, scoring 2.37. Overall, the survey
shows that respondents’ opinions on the training opportunities offered by their business
are not entirely consistent. There are differing degrees of satisfaction regarding the
organization's interest in professional and personal development, the effectiveness of the
training in extending skills and abilities, and the frequency of training programs, despite
the moderate level of agreement that training opportunities exist and that budgets are

allocated for development.
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4.2.2 Reward
Table 4
Descriptive Statistics on Reward

N Minimum Maximum Mean Std. Deviation

| prefer monetary reward over non-309 1 5 2.70 .878
monetary reward.

| am satisfied with the quality and309 1 5 2.18 .768
quantity of reward | receive.

The reward matches my work effort. 309 1 5 212 787
The reward has a positive impact on309 1 5 2.28 778

the work atmosphere.
| am ready to increase my work effort309 1 5 2.63 .864

in order to gain reward.

The study's findings about respondents’ perceptions of incentives in their organizations
are shown in Table 4. The statement "My preference is for monetary rewards over non-
monetary ones" has a standard deviation of 0.878 and a mean score of 2.70. This suggests
that respondents generally have a modest preference for monetary rewards over non-
monetary ones. The second statement had a standard deviation of 0.768 and a mean score
of 2.18, meaning that the respondent was happy with the amount and quality of the
reward. The comparatively low mean score indicates that respondents may not be happy
with the incentives they get. There is less variation in respondents' levels of unhappiness,

as indicated by the smaller standard deviation.

In a similar vein, the third statement, "The reward matches my work effort,” had a
standard deviation of 0.787 and a mean score of 2.12. This suggests that respondents
generally believe their benefits fall short of what they put in at work. There is some
variation in these views, as indicated by the modest standard deviation. The award has a
good influence on the work atmosphere, according to the fourth statement, which had a
mean score of 2.28 and a standard deviation of 0.778. This implies that respondents
generally think rewards have a less favorable effect on the workplace environment. The
final response, "I am prepared to increase my work effort in order to gain reward,” had a
standard deviation of 0.864 and a mean score of 2.63. This shows that the respondents'

willingness to put in more effort at work in order to receive rewards is moderate. The
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moderate standard deviation suggests that individual differences exist in willingness.
With a mean score of 2.70, "I prefer monetary reward over non-monetary reward" is the
statement with the greatest average value, while "The reward matches my work effort"
has the lowest average value, scoring 2.12. Overall, the survey shows that respondents'
opinions on the benefits they obtain from their company are not entirely consistent. Their

dissatisfaction with the reward system is evident from the outcome.

4.2.3 Performance appraisal
Table 5

Descriptive Statistics on performance appraisal

N Minimum Maximum Mean Std. Deviation

My organization provides regular309 1 5 2.05 .708
feedback of my performance.

Performance appraisal helps me309 1 5 221 .854
identify my strengths and

weaknesses.

| am satisfied with the appraisal309 1 5 201 .814
process of the organization.

The feedback | receive agrees with309 1 5 2.06 .807

what I have actually achieved.

My organization provides positive309 1 5 215 792
feedback for good performance rather

than criticizing for poor performance.

The study's findings of respondents’ perceptions of performance appraisal are shown in
Table 5. With a mean score of 2.05 and a standard deviation of 0.708, the statement "My
organization provides regular feedback of my performance” is scored. This suggests that
respondents generally think their company offers just a limited amount of frequent
performance feedback. The second statement, "I can identify my strengths and
weaknesses through performance appraisal,” had a mean score of 2.21 and a standard
deviation of 0.854. The comparatively low mean score indicates that respondents may not
believe that performance reviews assist them in recognizing their areas of strength and

weakness.
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In a similar vein, the third statement, "l am satisfied with the organization's appraisal
process,” had a standard deviation of 0.814 and a mean score of 2.01. This suggests that
respondents are generally not happy with the way their organization conducts appraisals.
The fourth statement showed a mean score of 2.06 and a standard deviation of 0.807:
"The feedback I receive agrees with what | have actually achieved.” This implies that
respondents generally don't think the feedback they get is in line with what they have
actually accomplished. A mean score of 2.15 and a standard deviation of 0.792 were
found for the final statement, "My organization provides positive feedback for good
performance rather than criticizing for poor performance.” This indicates that the
respondents think their company only partially rewards excellent achievement.
"Performance appraisal helps me identify my strengths and weaknesses," which has the
greatest average value, has a mean score of 2.21, while "I am satisfied with the
organization's appraisal process,” which has the lowest average value, has a mean score of
2.01. The study's overall findings indicate that respondents' satisfaction levels with their

organization's performance assessment procedure are typically poor.

4.2.4 Working Condition
Table 6
Descriptive Statistics on working condition

N Minimum Maximum Mean Std. Deviation

My organization provides better309 1 5 1.98 .749
working condition.

| am satisfied with the working309 1 5 194 839
condition of my organization.

My work schedule fits my lifestyle. 309 1 5 1.78  .865
| enjoy working with my colleagues. 309 1 5 2.18  .882
My working conditions are safe. 309 1 5 236  .862

The findings of a survey about respondents’ perceptions of the working environment at
their company are shown in Table 6. The statement, "My organization offers better
working conditions,” had a standard deviation of 0.749 and a mean score of 1.98. This
suggests that respondents generally don't think their company offers superior working

conditions. The second response, "l am satisfied with my organization's working
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conditions,” had a standard deviation of 0.839 and a mean score of 1.94. The low mean
score indicates that the majority of respondents are not happy with their organization's

working conditions.

In a similar vein, the third statement, "My work schedule fits my lifestyle,” with a
standard deviation of 0.865 and a mean score of 1.78. This suggests that respondents
generally believe their job schedule does not suit their lifestyle. The fourth statement had
a standard deviation of 0.882 and a mean score of 2.18, indicating that it was enjoyable to
work with colleagues. This implies that respondents generally have a favorable opinion of
working with their coworkers. The last response, "My working conditions are safe,” had a
standard deviation of 0.862 and a mean score of 2.36. This indicates that the majority of

respondents believe their working circumstances to be safe.

With an average score of 2.36, "My working conditions are safe" is the statement with the
greatest average value, while "My work schedule fits my lifestyle™ has the lowest average
value, scoring 1.78. Overall, the survey shows that respondents’ opinions regarding the
working circumstances at their firm are not entirely consistent. The variation in the replies
suggests that employees' perceptions and degrees of satisfaction with their working

circumstances vary.

4.2.5 Career Development
Table 7
Descriptive Statistics on career development

N Minimum Maximum Mean Std. Deviation

My organization provides better path309 1 5 1.90 .779
for career development.
My supervisor has given me good309 1 5 1.87 .857

feedback on how | can advance my
career at the company.

I am more efficient in my job now309 1 5 2.07  .907
compared to when | started.

Job promotions are awarded fairly309 1 5 1.85 .849
and without bias.

My supervisor takes an interest in my309 1 5 193 .863

career development.
The findings of a survey on respondents' perceptions of career growth in their company

are shown in Table 7. The statement "A better path for career development is provided by
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my organization” gets a mean score of 1.90 and a standard deviation of 0.779. This shows
that most respondents think their company doesn't offer professional advancement
opportunities. The comparatively low standard deviation implies that responses are less
variable, pointing to a more uniform view among people. With a mean score of 1.87 and a
standard deviation of 0.857, the second statement—"My supervisor has given me good
feedback on how | can advance my career at the company"—was evaluated. The low
mean score indicates that most respondents believe their superiors have not given them

enough advice on how to progress in their professions.

In a similar vein, the third statement, "I work more efficiently now than when 1 started,"
has a 0.907 standard deviation and a mean score of 2.07. This suggests that respondents
feel generally more productive at work now than they did when they first started. The
fourth statement had a mean score of 1.85 and a standard deviation of 0.849, indicating
that "Job promotions are awarded fairly and without bias.” This implies that respondents
generally believe promotions are not given out impartially and equitably. The last
statement, "My supervisor shows interest in my professional growth,” had a standard
deviation of 0.863 and a mean score of 1.93. This shows that the respondents think their
managers don't care about their professional growth. With an average score of 2.07, "l am
more efficient in my job now than when | started” is the statement with the highest
average value, while "Job promotions are awarded fairly and without bias™ has the lowest
average score of 1.85. The study's overall findings show that respondents are typically
dissatisfied with the professional development options offered by their business. There is
a poor understanding of professional growth routes, little supervisory feedback, and
unequal job promotion practices. Furthermore, the respondents believe their bosses show

little interest in helping them advance their careers.
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4.2.6 Employee Turnover Intention
Table 7

Descriptive Statistics on employee turnover intention

N Minimum Maximum Mean Std. Deviation
| am actively seeking job309 1 5 389 .752
opportunities outside of my current

organization.

| often compare my current job t0309 1 5 4,18 .880
potential opportunities elsewhere.

| regularly update my skills and309 1 5 4.04  .893
qualifications to make myself more

marketable to potential employers.

| have initiated conversations with309 1 5 3.86 .783
recruiters or hiring managers about

potential job opportunities.

| frequently envision new career309 1 5 3.96 .799

paths or job opportunities.

The findings of a survey on respondents’ plans to leave their existing company are shown
in Table 7. With a mean score of 3.89 and a standard deviation of 0.752, the statement "I
am actively seeking job opportunities outside of my current organization” is scored well.
This suggests that respondents are actively looking for work outside of their present
employer on average. The comparatively low standard deviation implies that responses
are less variable, pointing to a more uniform view among people. The second statement,
"I frequently look at opportunities outside of my current job," had a standard deviation of
0.880 and a mean score of 4.18. The high mean score indicates that respondents probably

compare their present position to other possible jobs quite a bit.

In a similar vein, the third statement, "I continually improve my education and experience
to increase my employability,” had a mean score of 4.04 and a standard deviation of
0.893. This suggests that in order to improve their marketability, respondents, on average,
upgrade their skills and certifications on a frequent basis. The fourth statement had a
mean score of 3.86 and a standard deviation of 0.783. It said, "l have initiated

conversations with recruiters or hiring managers about potential job opportunities.” This
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implies that respondents have, on average, brought up employment chances in
conversation with recruiters. The last response, "I frequently envision new career paths or
job opportunities,” with a standard deviation of 0.799 and a mean score of 3.96. This
implies that a lot of the respondents imagine themselves in new jobs or career trajectories.
With an average score of 4.18, the statement "I often compare my current job to potential
opportunities elsewhere” has the highest average value, while the statement "I have
initiated conversations with recruiters or hiring managers about potential job
opportunities” has the lowest average score of 3.86. The study's overall findings
demonstrate that participants actively participate in actions associated with the intention

to leave their jobs.

4.3 Inferential Analysis

By examining random samples, inferential analysis uses analytical methods to make
conclusions about data about a population. Researchers can utilize a variety of statistical
measures provided by inferential statistics, which are based on the hypothesis testing
technique and the theory of probability, to make inferences about the sample findings.

4.3.1 Correlation Analysis

The correlation analysis's findings and discussions are shown in this portion of the study.
The degree of the linear link between variables is indicated by the correlation. The
purpose of the correlation study was to determine the strength and direction of the
association between a number of factors and the intention of staff turnover. A weak or
low correlation indicates that the variables are comparatively less connected to one
another, whereas a strong or high correlation indicates that two or more variables have a

significant association with one another.
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Table 8
Correlation Analysis

T R PA WC CD ETI
T Pearson Correlation 1 661  .668°  .605  .623°  -552°
R Pearson Correlation 1 7407 7007 7107 -6417
PA  Pearson Correlation 1 8197 822"  -713"
WC  Pearson Correlation 1 8537 -679"
CD  Pearson Correlation 1 -7597
ETI  Pearson Correlation 1

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

(Source: Field survey, 2024)

Where,

T=Training

R= Reward

PA= Performance Appraisal

WC= Working Conditions

CD= Career Development

ETI= Employee turnover intention

Relationship between training and employee turnover intention

There is a strong negative association between employee turnover intention and training,

as indicated by the Pearson correlation coefficient of -0.552. This implies that employees'

inclination to quit the company declines as training chances rise. Better training is linked

to a reduced propensity to leave, according to the negative sign. Strong evidence for this

association exists, as indicated by the correlation’s significance at the 0.01 level.

Relationship between reward and employee turnover intention

There is a strong negative association between employee turnover intention and reward,

as indicated by the Pearson correlation coefficient of -0.641. This implies that the desire

to leave the company would be less the greater the incentives. Strong evidence for this

association is indicated by the correlation, which is significant at the 0.01 (2-tailed)

threshold.
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Relationship between performance appraisal and employee turnover intention
Employee turnover intention and performance assessment had a -0.713 (p <.001) Pearson
correlation coefficient. There is a significant positive association that indicates that
employee turnover intention tends to decline as performance appraisal attempts rise. The
association is substantial, as indicated by the correlation, which is significant at the 0.01
level (2-tailed).

Relationship between working environment and employee turnover intention

The working environment and employee turnover intention have a Pearson correlation
value of -0.679 (p <.001). There is a significant positive association that indicates that
employee turnover intention tends to decline with an improved work environment. The
association is substantial, as indicated by the correlation, which is significant at the 0.01
level (2-tailed).

Relationship between career development and employee turnover intention

The relationship between employee turnover intention and career advancement has a
Pearson correlation value of -0.759 (p <.001). There is a significant positive association
that indicates that employee turnover intention tends to decline in proportion to the
availability of career development possibilities. There is a substantial association, as
indicated by the significant correlation at the 0.01 level.

4.3.2 Regression Analysis

This section examines the estimated link between the dependent and independent
variables using regression findings from different model parameters. When examining the
link between a dependent variable and independent variables, it encompasses a wide
range of modeling and analysis tools. A mathematical measure of the average association
between two or more variables expressed in terms of the original unit of data is called

regression analysis.
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Table 9

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 .781° 610 603 46880
a. Predictors: (Constant), CD, T, R, PA, WC
(Source: Field survey, 2024)

Key statistics that evaluate the overall fit of a regression model with the following
variables included: Career Development (CD), Training (T), Reward (R), Performance
Appraisal (PA), and Working Condition (WC) are provided in the model summary table.
The multiple correlation coefficient (R) value denotes the strength of the linear
relationship between the anticipated and observed values. When the R value is 0.781, a
significant positive connection is shown. The model's predictors account for 60.3% of the
variation in turnover intention, according to the R Square and Adjusted R Square values.
The estimate's comparatively low standard error suggests that the model is reasonably
accurate. Based on the data, it can be concluded that this model fits well for forecasting

employee turnover intention.

Table 10
ANOVA
Model Sum of Squares df Mean Square F Sig.
1 Regression 104.031 5 20.806 94.671 .000°
Residual 66.592 303 220
Total 170.623 308

a. Dependent Variable: ETI
b. Predictors: (Constant), CD, T, R, PA, WC
(Source: Field survey, 2024)

The correlation between the determinants of employee turnover intention and training,
reward, performance assessment, career development, and working environment is
statistically significant, as indicated by the significance level (Sig. = 0.000) being less
than 0.01. The model's validity and reliability are supported by the ANOVA findings,
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which show that the predictors have a substantial impact on the model's capacity to

predict employee turnover intention.

Table 11
Regression Analysis
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error  Beta t Sig.
1 (Constant) 5.704 106 53.566  .000
T -.035 .051 -.035 -.679 497
R -.142 .064 -.130 -2.232 .026
PA -.209 077 -.203 -2.727 .007
WC .029 076 .029 379 .705
CD -474 072 -.503 -6.549 .000

a. Dependent Variable: Employee Turnover Intention
(Source: Field survey, 2024)

Table 11 looks at how employee turnover intention is affected by independent factors
such as training, rewards, performance reviews, working conditions, and career
development. The coefficient and standard error of the constant component (Constant) are
5.704 and 0.106, respectively. This shows that the dependent variable Employee turnover
intention is expected to have a projected value of 5.704 when the independent variables

are zero.

Training's beta coefficient is -0.035, with a 0.051 standard error. -0.035 is the
standardized coefficient (Beta). This suggests that if training is increased by 1 units,
employee turnover intention is predicted to decrease by 0.035 units. With a t-value of
9.093, it can be concluded that there is no statistically significant (p >0.005) relationship

between employee turnover intention and training.

The beta coefficient for reward is -0.142, meaning that an increase of 1 unit in reward is
expected to result in a 0.142 unit drop in employee turnover intention. At p = 0.026, the t-

value is -2.232, suggesting that changes in incentive structures would not have a
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substantial effect on turnover intention on their own. This implies that although incentive
schemes that are both fair and competitive are necessary to lower turnover intention, they

might not be the main factor.

With a standard error of 0.051, the performance assessment beta coefficient is -0.209. It
indicates that employee turnover intention is expected to drop by 0.209 units for every
unit rise in performance assessment. The statistical significance of the relationship
between employee turnover intention and performance assessment is demonstrated by the
t-value of -2.727 at p=0.007, which is closer to 0.005. According to this research,
employees are less likely to consider quitting their employment when they receive fair
and helpful comments during performance reviews, which lowers the desire to leave.
The relationship between working conditions and employee turnover intention is
statistically negligible, as indicated by the working condition beta coefficient of 0.029 and
the t-value of 0.379 at p=0.705. This suggests that although a positive work environment
is important for employee happiness, in this particular group, it might not be the deciding

factor in lowering turnover intention.

Career development has a beta value of -0.474. It indicates that employee turnover
intention is expected to drop by 0.474 units for every unit increase in career development.
The statistical significance of the relationship between employee turnover intention and
performance assessment is demonstrated by the t-value of -6.549 at p<0.001. This
suggests that when employees perceive clear pathways for career progression and skill
enhancement within their organization, they are more likely to stay committed and
engaged, thus reducing turnover rates.

4.4 Positional Analysis of variables
The study uses descriptive statistics, such as mean and standard deviation, to quantify the

position analysis of the variables.
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Table 12
Positional Analysis of variables
N Minimum Maximum Mean Std. Deviation

T 309 1.00 5.00 2.5210 74292
R 309 1.00 5.00 2.3825 .68287
PA 309 1.00 5.00 2.0951 .72300
wWC 309 1.00 5.00 2.0466 .73513
CD 309 1.00 5.00 1.9262 .78987
ETI 309 1.00 5.00 3.9864 74429

(Source: Field survey, 2024)

The descriptive data for six factors pertaining to employee turnover intention (ETI) and
HRM practices among workers in Nepalese commercial banks are shown in Table 12. For
every variable, the lowest and maximum values as well as the standard deviations and
mean scores are given. The mean score for training is 2.52, with a 0.74 standard
deviation. This suggests that employees are generally satisfied with training programs,
with the amount of training possibilities being perceived as somewhat above average.
There is a large range of responses, with a minimum score of 1.00 and a high score of
5.00. The reward has a standard deviation of 0.68 and a mean score of 2.38. This shows
that the majority of employees believe their organization's reward programs fall short of
their expectations. The replies, which vary from 1.00 to 5.00, show that employees have
different perspectives. Performance appraisals have a mean score of 2.10 and a standard
variation of 0.72. It is implied by this very low mean score that employees are not
particularly happy with their businesses' performance review procedures. The comments,
which vary from 1.00 to 5.00, demonstrate the diversity of experiences and viewpoints
among employees with regard to performance reviews. The standard deviation is 0.74 and
the mean score is 2.05 for Working Condition. This suggests that there may be some
unhappiness with the workplace among employees, who believe their working
circumstances are just below the midway. Variable answers are highlighted by the lowest
and highest scores of 1.00 and 5.00, respectively. Among the factors, Career
Development has the lowest mean score—1.93, with a standard deviation of 0.79. This
shows that workers are the ones who are least happy with the options their companies

give for professional growth. Responses vary from one to five. Finally, the mean score for
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employee turnover intention is 3.99, with a standard deviation of 0.74. This high mean
score suggests that individuals' intentions to leave their current companies are often rather
high. The replies, which vary from 1.00 to 5.00, show a wide variation in employees'
intentions to leave their jobs.

The descriptive data, in summary, show that while workers in Nepalese commercial
banks are generally somewhat satisfied with training possibilities, they are less satisfied
with incentives, performance assessment procedures, working conditions, and prospects
for career advancement. Employees are more likely to contemplate leaving their present
companies when their turnover intention score is high, indicating a considerable level of

discontent.

4.5 Summary of Hypothesis

The process of using statistics to ascertain the likelihood that a certain hypothesis is true
is known as hypothesis testing. To test hypotheses, inferential analysis is employed.
Analyzing the complete population is the best method to find out if a statistical hypothesis
is correct. Because it is frequently not feasible, researchers usually look at a biased
sample from the population. Regression coefficient has been used as the basis for testing
each hypothesis. Tests on each of these theories are covered in the sections below.

Table 13

Summary of Hypothesis

R P- Remarks

Hypothesis
value

H1: There is negative relationship between training and -0.552 0.497  Rejected
employee turnover intention

H2: There is negative relationship between reward and -0.641 0.026  Accepte
employee turnover intention. d

H3: There is negative relationship between performance -0.713 0.007  Accepte
appraisal and employee turnover intention. d

H4: There is negative relationship between working -0.679 0.705  Rejected
condition and employee turnover intention

H5: There is negative relationship between working -0.759 0.000  Accepte

condition and employee turnover intention d
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4.6 Major Findings
The following are some of the main conclusions of this research study:

1. Women make up the majority of responders (62%), with men following closely
behind (62%), 35% choosing to remain anonymous.

2. The largest age group included in the study is 26 to 35 years old, which made up
67% of the sample as a whole. This age group is followed by age groups 36-45
years old (25%), under 25 years old (6%), and over 45 years old (2%).

3. The majority of respondents—81% —are married, with the remaining 19% being
single.

4. Of the whole sample, 48% of respondents had Bachelor's degrees, followed by
Master's degree holders (48%), M.Phil. / Ph.D. holders (13%), and those with
intermediate education or less, which make up a lesser percentage (5%).

5. Of the whole sample, 58% of respondents earn between Rs. 20,000 and Rs.
40,000, followed by Rs. 40,000 to Rs. 60,000 (27%), Rs. 60,000 and above (10%),
and Rs. 20,000 and lower (5%).

6. The average employee perception of the availability of training possibilities is
somewhat above average, indicating a reasonable level of satisfaction with
training programs. The mean score for training is 2.52. A score as low as 1.00 and
as high as 5.00 is possible.

7. The reward system has a standard deviation of 0.68 and a mean score of 2.38,
ranging from 1 to 5. This shows that the majority of employees believe their

organization's reward programs fall short of their expectations.

8. The Performance Appraisal has a mean score of 2.10 and a standard deviation of
0.72. It is implied by this very low mean score that employees are not particularly
happy with their businesses' performance review procedures answers in the range
of 1.00 to 5.00.

9. The standard deviation is 0.74 and the mean score is 2.05 for Working Condition.
This suggests that there may be some unhappiness with the workplace among
employees, who believe their working circumstances are just below the midway.
1.00 is the minimum score while 5.00 is the maximum.

10. With a standard deviation of 0.79 and a mean score of 1.93, Career Development

has the lowest mean score of all the factors. This shows that workers are the ones
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who are least happy with the options their companies give for professional
growth. The answers vary from 1 to 5.

The mean score for employee turnover intention is 3.99, with a standard deviation
of 0.74. This high mean score suggests that individuals' intentions to leave their
current companies are often rather high.

The replies vary in value from 1.00 to 5.00.Employee turnover intention and
training have a substantial negative association, meaning that as training
opportunities rise, so employees' desire to quit the company.

There is a strong inverse link between employee turnover intention and reward,
meaning that as the organization's incentive system gets better, so does the
intention of its employees to quit.

Employee turnover intention and performance assessment have a substantial
negative association, meaning that when performance increases, workers' desire to
quit the company declines.

There is a strong inverse link between employee turnover intention and working
environment, meaning that when the latter improves, so does the intention of
employees to quit the company.

There is a strong inverse link between employee turnover intention and career
development, meaning that when career development becomes better, so do
employees' desire to quit the company.

The Adjusted R Square values show that 60.3% of the variation in turnover
intention is described by the predictors for by the model.

The ANOVA findings verify that the predictors have a considerable impact on the
model's capacity to forecast the intention of employee turnover, hence bolstering

the model's validity and reliability.

4.7 Discussion

The results of this study demonstrate how different factors affect employees' intentions to

leave their jobs in the context of Nepalese commercial banks. The findings indicated that

there is a considerable correlation between employee turnover intention and HRM

elements such training, rewards, performance reviews, working environment, and career

development.
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The outcome suggests that employee turnover intention is negatively impacted by training
programs. This result is consistent with what Martin (2003) found. In a similar vein, the
outcome indicates that the intention of staff turnover is negatively impacted by fair
incentive policies. This result is in line with Terera and Ngirande's (2014) results.
Similarly, the findings indicate that employee turnover intention is negatively correlated
with performance assessment beta coefficients. This suggests that employee turnover is
negatively impacted by performance reviews. This result is consistent with the research
conducted by Ali et al. (2014). Nonetheless, the findings indicate that employee turnover
intention is positively correlated with the beta coefficients for working conditions. The
findings of Kramer and Schmalenberg (2008) do not align with this conclusion.
Employee turnover intention is detrimental for career development beta coefficients as
well. It demonstrates that the likelihood of employee turnover is negatively impacted by
career development opportunities. This result is consistent with Ababneh's (2013)

findings.
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CHAPTER V
SUMMARY AND CONCLUSION

5.1 Summary

Workers are regarded as the foundation of a company. In this day of intense competition,
keeping talented, knowledgeable, and competent personnel is every organization's most
crucial need. The company must use a variety of human resource management (HRM)
strategies in order to maintain its workforce. In order to increase employee commitment
and lower the incidence of employee turnover, the HRM department must meet the
demands of the workforce. Employers can reduce employee turnover by fostering a

stronger sense of organizational commitment among their staff via HRM strategies.

The following topics are covered in this study: 1)What variables affect the intention of
staff turnover in Nepalese commercial banks? 2) Does training influence the purpose of
employee turnover? 3) Does the goal of staff turnover in Nepalese commercial banks
have any bearing on rewards? 4) Do working circumstances affect an employee's decision
to quit? 5) Does an employee's desire to resign have an impact on their performance
review? 6) How much does professional development influence Nepalese commercial

banks' objectives toward turnover?

The study's main goal is to ascertain how HRM practices affect employees' intentions to
leave Nepalese commercial banks. More specifically, we want to find out which HRM
practices may have an impact on these intentions, as well as how much of an impact they
may have. We also want to measure the relationship between employee intentions to
leave Nepalese commercial banks and factors like training, rewards, performance

reviews, working conditions, and career development.

Numerous studies have been conducted that offer a summary of significant empirical
research related to the effect of HRM strategies on the intention of employee turnover. In
order to strengthen the theoretical foundation and models employed by the earlier
investigations, the study has cited a number of international works on this subject. The
conceptual framework for this study has been developed, with employee turnover

intention serving as the dependent variable and training, reward, performance evaluation,
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working conditions, and career development as the independent factors. This study looks
at the relationship between each independent variable and the dependent variable, and it

finds that there is a negative link between all of the independent variables.

The analysis of the questionnaire survey data has been completed. The major source of
data for this investigation is used. Google forms were used to distribute questionnaires,
which were used to collect data. A total of thirty-nine surveys were gathered. In order to
fulfill  the study's objectives, a structured questionnaire was created.
Descriptive statistics, correlation coefficients, and regression analysis have been used to
estimate the relationship between the dependent variable—employee turnover intention—
and the independent variables—training, reward, performance evaluation, working
conditions, and career development. The respondents are employees of commercial banks
in Kathmandu. The SPSS statistical software was used to process the gathered data.

Additionally, a Microsoft Excel sheet was utilized for the average score computation and

data collecting processes.

The profile data analysis of the responders is covered in the second chapter. The weighted
average mean for each of the five cases was determined through the analysis of employee
perception with each of the five independent variables. Correlation and regression
analysis were then performed, and the major findings—which include the presentation
and analysis of data gathered using the primary method as well as major findings and
discussion—were completed. The summary, findings, and advice are covered in the

concluding chapter.

5.2 Conclusion

This study investigates how different HRM policies affect the desire of employees to
leave Nepalese commercial banks. In terms of demographics, women make up the
majority of responders, followed by men. The secure nature of jobs in the banking
industry and the fact that men are choosing to go abroad may be contributing factors to
the domination of women. In a similar vein, the majority of the age group falls between
26 and 35. It implies that the company is drawing in young professionals who are
presumably seeking for prospects for professional advancement and are in the early
phases of their careers. Additionally, the majority of responders are married, which
suggests that banks are generally stable. The majority of responders have a bachelor's or
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master's degree, which is indicative of the highly educated workforce in the banking
sector. Additionally, the majority of respondents reported incomes ranging from Rs.
20,000 to Rs. 40,000, indicating that most workers are in the mid-range pay range.
With a mean score of 2.52, the data reveals that employees view training opportunities as
reasonably adequate. With a mean score of 2.38, employees are not happy with the
reward mechanisms in place. Similar negative perceptions of performance assessment
procedures exist, with a mean score of 2.10. A low mean score of 2.05 was also given to
working conditions, indicating some unhappiness. Opportunities for career growth had
the lowest mean score (1.93), which suggests that employees are not very satisfied with
them. The high mean score of 3.99 for employee turnover intention indicates that

employees have a relatively strong desire to depart.

Increased training opportunities lower the risk of employees leaving the company,
according to a substantial negative link between training and turnover intention. A
reduction in the intention to leave is the result of improving the incentive system. The
significance of efficient assessment systems in employee retention is shown by the
negative association found between turnover intention and performance appraisal. The
intention of employee turnover is negatively correlated with the work environment.
Furthermore, professional development and the intention to leave an organization have a
substantial negative association, underscoring the importance of career progression

possibilities for employee retention.

The study's overall findings indicate that lowering employee turnover intention requires
the implementation of good HRM practices, particularly in the areas of training, awards,
performance reviews, working environment, and career development. The study found
that employee turnover intention is not significantly impacted by working conditions or
training. Thus, the training and working circumstances hypothesis was disproved. On the
other hand, incentive programs, professional growth, and performance reviews have a big

influence on the desire to leave.

The study's main finding indicates that employee turnover intention is influenced by
training, performance reviews, working conditions, and career growth. Among these
variables, career advancement and performance evaluation are most important in

influencing workers' intentions to leave a Nepalese commercial bank.
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Incentives have a big influence on employee turnover intention since they are essential in
boosting work satisfaction and employee motivation. Performance reviews have a big
impact on people’s inclination to leave. A well-designed system for performance reviews
decreases the probability of employees leaving the company by giving those chances for
growth, clear feedback, and acknowledgment. In a similar vein, career development
opportunities have a significant role in employee retention over the long term by
influencing turnover intention. It was discovered that working circumstances and training
did not have a significant effect on turnover intention. The findings indicated that
although working conditions and training are important for overall job satisfaction and

productivity, they had little effect on employees' intentions to leave their jobs.

5.3 Implications

The following recommendations have been provided for improving employee turnover
intention through HRM practices in Nepalese commercial banks based on the study's
findings. The findings of this study have a number of strategic and useful ramifications
for bank management and HR specialists.

1. The present investigation showed a negative correlation between turnover intention
and training. It implies that decreased staff turnover would result from greater
training opportunities. Therefore, in order to reduce staff turnover, commercial
banks should concentrate on extending the duration and frequency of their training
initiatives.

2. The study discovered a negative correlation between turnover intention and reward.
It implies that a just compensation structure reduces the likelihood of employee
attrition. Therefore, in order to reduce staff turnover, banks should concentrate on
raising rewards. Furthermore, the discontent with the existing incentive schemes
emphasizes the necessity of a comprehensive reassessment and reorganization of
reward programs. Introducing more equitable and competitive incentive programs
can improve worker retention and satisfaction.

3. The study also discovered a negative correlation between employee turnover
intention and performance reviews. It implies that the desire to leave would be less
the better the mechanism for performance reviews. Therefore, banks have to
concentrate on different assessment techniques, since this eventually contributes to a

lower rate of staff turnover.
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4. The study also demonstrates a negative correlation between working conditions and
intention to leave. It suggests that the intention of turnover would be reduced in the
event of better working conditions. Therefore, banks ought to provide improved
working conditions in order to reduce staff attrition.

5. Because the goal of employee turnover and career growth are negatively correlated.
It implies that the desire to leave would be lesser the more opportunities there were
for professional growth. Therefore, in order to lower the intention of staff turnover,
banks should guarantee professional growth options.

The study's findings indicate that employee turnover intention is significantly impacted
by HRM elements. Therefore, in order to retain staff, managers should concentrate on
offering greater training opportunities that will improve their skill sets. Additionally,
managers have to evaluate their reward systems and boost incentives in order to boost
staff morale, which will enhance work satisfaction and reduce the likelihood of employee
turnover. Furthermore, as the study discovered a negative correlation between improved
appraisal procedures and lesser desire to leave, managers had to concentrate on enhancing
performance rating systems. Similarly, the research emphasized the significance of
working circumstances, demonstrating that improved conditions result in a decreased
propensity to leave. To improve employee retention, managers should provide a working
environment that is secure, comfortable, and conducive. In a similar vein, in order to keep
staff on board for the long term, managers should endeavor to provide possibilities for

both personal and professional development.

5.4 Scope for future research

This study may be seen as the first step in examining how HRM procedures impact the
intention of employees to leave Nepalese commercial banks. The research gives sufficient
groundwork for the following further studies:

1. For this investigation, only primary data were used. It is advised that researchers
employ secondary data in order to obtain a legitimate and dependable result.

2. The only commercial banks included in the study's sample were those in Nepal.
Therefore, in order to get reliable data for future research, it is advised to include
additional financial sectors such as development banks and financing firms.

3. Future research can choose to include a larger sample size and a greater number
of observation years in order to provide a much more reliable forecast regarding
the elements impacting the intention of employee turnover.
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4. The sample for this study consists solely of current workers at commercial
banks. In order to get a larger reaction, it is thus advised that future research
include former workers who have extensive knowledge of the banks' recruiting
practices.

5. Additional variables may be investigated in a later study to ascertain how HRM

practices affect employee turnover.
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Appendix |

Dear Respondents,

| am a student of Shankerdev Campus, affiliated to Tribhuvan University, pursuing a
Master in Business Studies. | am undertaking a study on “The effect of HRM practices
on employee turnover intention in Nepalese commercial banks”. The information
collected from you will be used only for research purpose and not for any commercial
activity.

| will be grateful if you provide me just few minutes to answer my questions appearing in
the enclosed questionnaire. | would like to request you to provide your genuine response
on each of the issues. | do assure you that your information will be kept confidential.
Your kind cooperation will be highly appreciated.

Thank you,

Bimala Neupane

MBS

Shankardev Campus

Section A: Demography of Respondents

Please tick (V) according to the answers in the boxes that best represent you.

1. Please select your gender

oOMale oFemale oOthers

2. Please select your age (in years)
oUnder 25 ©026-35 036-45 oabove 45

3. Marital Status

O Single o Married

3. Educational level
0 Intermediate and below o0 Bachelor’s Degree 0 Master’s Degree o M.

Phil/Ph.D



4. Income per month
o Below Rs.20000
Above 60000

o 20000-40000

Section B: Perception about independent variables

o 41000-60000

69

Please place a tick (v) mark in appropriate option to indicate how strongly you agree or

disagree with the below mentioned each statement.

Training
Statement Strongly | Disagree(2) | Neutral(3) | Agree(4) | Strongly
Disagree agree
1) ()

My organization does provide

training opportunities.

My organization is interested

in my personal and

professional development

My organization conducts

training program in every

year.

The training helps to extend

my range of skills and

abilities.

My organization separates

budget for training and

development.

Reward

Statement Strongly Disagree(2) | Neutral(3) | Agree(4) | Strongly
Disagree (1) agree (5)

| prefer monetary

reward over non-

monetary reward.
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| am satisfied with
the quality and
quantity of reward |

receive.

The reward matches

my work effort.

The reward has a
positive impact on

the work atmosphere.

| am ready to
increase my work
effort in order to gain

reward.

Performance Appraisal

Statement

Strongly
Disagree

)

Disagree(2)

Neutral(3)

Agree(4)

Strongly
agree

(5)

My organization provides
regular feedback of my

performance.

Performance appraisal helps
me identify my strengths

and weaknesses.

| am satisfied with the
appraisal process of the

organization.

The feedback | receive
agrees with what | have

actually achieved.
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My organization provides
positive feedback for good
performance rather than
criticizing for poor

performance.

Working Condition

Statement

Strongly

Disagree

1)

Disagree(2)

Neutral(3)

Agree(4)

Strongly

agree

Q)

My organization provides

better working condition.

| am satisfied with the
working condition of my

organization.

My work schedule fits my
lifestyle.

| enjoy working with my

colleagues.

My working conditions are
safe.




Career Development
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Statement

Strongly
Disagree

1)

Disagree(2)

Neutral(3)

Agree(4)

Strongly
agree (5)

My organization provides

better path for career

development.

My supervisor has given
me good feedback on how
| can advance my career

at the company.

I am more efficient in my
job now compared to

when | started.

Job

awarded

promotions  are

fairly  and

without bias.

My supervisor takes an
interest in my career

development

Section C: Dependent Variable

Employee turnover Intention

Statement

Strongly
Disagree

1)

Disagree(2)

Neutral(3)

Agree(4)

Strongly
agree (5)

I am actively seeking job
opportunities outside of

my current organization.

| often compare my
current job to potential

opportunities elsewhere
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| regularly update my
skills and qualifications to
make myself more

marketable to potential

employers.
I have initiated
conversations with

recruiters or hiring
managers about potential

job opportunities

| frequently envision new
career paths or job

opportunities.
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ABSTRACT Human resource management is the strategic approach to the effective management of people in
a company or organization that help to maximize the employee performance and help to gain competitive
advantage. Employee turnover refers to the number or percentage of workers who leave an organization and
are replaced by new employees. HRM practices need to be adopted by organizations to decrease the turnover

intention of employees. The major objective of the

study is to identify the impact of HRM practices on employee turnover intentionin  Nepalese commercial

banks. The

study considers five human resource management factors: training, reward, performance appraisal, working
condition, and career development. This study is based on primary source of data. The data was collected
through an online questionnaire through Google forms which were sent via messenger and email. The
guestionnaire was distributed to 384 respondents but were filled by 309 respondents. The data were collected
by using convenience sampling of non- probability sampling method. The study employed the causal-
comparative research design to determine direction, magnitudes, and relationships between dependent
variables and different independent variables. The research study used descriptive analysis to explain and
summarize data and inferential analysis to draw the conclusion. The collected data was evaluated using
Pearson'’s correlation and multiple regression analysis in order to find out the level of significance, relationship
and impact between independent and dependent variables. The result of the research study revealed that

training, reward, performance appraisal, working condition and career development are significantly correlated
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