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ABSTRACT

This study looks at how employee satisfaction in Nepalese commercial banks is affected
by HR practices. The variable that is dependent is employee satisfaction. Workplace
culture, training and performance reviews, salary and benefits, and promotions and
transfers are the independent factors. 400 respondents from Kathmandu city were asked
for their perspectives as part of a primary data collection process. The survey employed
structured questionnaires that included cross-sectional data and a five-point Likert scale.
The relationship and effect of an independent variable on employee satisfaction were
determined using regression analysis and correlation analysis. The findings indicate that
there is a favorable association between work culture, training and performance reviews,
salary and benefits, and promotions and transfers with employee satisfaction. Executives
at commercial banking institutions could find this study and its findings useful in making
decisions, as it offers a basis for projecting and mitigating employee-related problems.
Thus, this study offers a more thorough understanding of the current state of HR practices
and how they relate to worker happiness. Subsequent studies may be carried out
incorporating additional variables related to human resource strategies, as well as
gathering additional data to evaluate potential long-term effects. Thus, in subsequent
research, the relationship between demographic factors and moderating effects can be
investigated.

Keywords: Human Resource Management (HRM), Social benefit, performance,

promotion, training and development, job satisfaction, and selection and recruiting
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CHAPTER-I
INTRODUCTION

1.1 Background of the study

The purpose of this study is to examine Nepalese commercial banks' HR policies and
employee satisfaction levels. There has been much study on HR practices in small and
medium-sized enterprises and industries. Most of these studies, both theoretical and
empirical, have focused on HR practices in Western companies. Relatively few studies
have examined the impact of HR policies on Asian businesses' performance (Li, 2003; Lu
& Bjorkman, 2008). The HR environment may be a more significant predictor of
productivity in the services sector than in manufacturing, given the much higher
proportion of employment in total production costs and the far more extensive direct
contract between employees and customers (Ann, 2021). The bulk of prior research on
HRM and organizational happiness has focused on the manufacturing rather than the
service sectors, despite the fact that the majority of workers today are engaged in service-
related businesses. The banking sector in Nepal is crucial to the country's economic
growth. A vital part of financial intermediation, which fosters stability and prosperity in
the economy, is played by commercial banks. However, a major factor in these
institutions' success is their workforce. Thus, understanding how HR policies impact
employee satisfaction is essential to maintaining a motivated and productive workforce.
The HR practices, outcomes, and impact of HR practices on the performance of
Kathmandu's commercial banks have not been studied by many scholars, nor have they
been studied in relation to Nepal's public sector banks. This study closes this gap in the
literature in the context of the Kathmandu service industry. Nowadays, most people agree
that a company's competitive advantage mostly stems from its workforce (Barney, 2010).
As a result, it is imperative that a company develop HR policies that optimize employee
potential. Numerous research have shown that various indicators of organizational
performance and so-called "high performance work practices” (Huselid, 2015) are
positively correlated. Due to this trend, interest in how HR affects organizational

performance has grown.

Many scholars have seen the effects of HR policies on outcomes such as employee

participation, trust, loyalty, commitment, retention, presence, social climate between



workers and management, and organizational justice (Edger & Geare, 2020 & Storey,
2013). Some authors claim that a company's profitability, market value, market share,
sales growth, productivity, customer happiness, and future investments may all be
impacted by these outcomes and HRM practices.

The impact of HR policies and practices on corporate performance is highly valued by a
number of academic disciplines, including personnel economics, industrial relations,
human resource management, and organizational and industrial psychology (Boudreau,
2000, Jones & Wright, 2000). The literature is increasingly supporting the claim that a
company's current and potential employees' knowledge, skills, and abilities as well as
their motivation can be improved by implementing High Performance Work Practices,
such as thorough hiring and selection processes, incentive pay and performance
management systems, extensive employee involvement, and training, while encouraging

non-performers to leave the company and decreasing shirking.

The majority of firms nowadays view their workforce as their most valuable asset.
Particularly, human resources hold greater value in service organizations than in
industrial ones, therefore changes must be closely tied to personnel-related concerns
(Boselie & Wiele, 2020). Because globalization is happening faster than ever,
organizations are more mindful of their human resources than they were in the past. Prior
research has substantiated the idea that, with the right design, HR procedures may

improve an organization's performance.

The state of the economy is fast shifting. The job of HR is now even more important in a
changing environment. An organization needs qualified and dedicated labor to
accomplish its goals. These are the results of managing human resources effectively and
efficiently. The causes driving the increased interest in HR are workforce diversity,
technological advancements, globalization, growing completion rates, and changing

nature of work.

The people aspect of a company is the focus of human resource management, which is
essential to accomplishing organizational goals. The performance of individuals working
in organizations determines the effectiveness of those organizations. People become

human resources when they combine their physical prowess and vitality with their
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competencies—their knowledge, abilities, attitudes, and room for improvement. HR is
concerned with managing people via the management of human resources and
competences, with the goal of leveraging people's productive contributions to achieve
corporate objectives.

The process of organizing, planning, directing, and overseeing the hiring, training,
compensation, integration, maintenance, and division of human resources with the aim of
achieving group, societal, and personal objectives is known as human resource practice.

Human resource management had its origins in the ideas of Douglas McGregor and Peter
Drucker in the 1950s. Drucker introduced the idea of "visionary goal-directed leadership,"”
which paved the way for the creation of "management by objectives,” a cornerstone of
human resources. McGregor created the idea of "management by integration and self-
control." According to Armstrong (2001), this approach promotes HRM strategy as being
an essential component of company strategy and assigning responsibility for HRM to all

managers. The industrial revolution is the starting point for HRM advancement.

The Industrial Revolution stage focused on the factory structure and machine power for
mass manufacturing. Personnel management, charity programs, and labor regulations all
began to take shape. Subsequently, the scientific management stage promoted various
human management tools and concentrated on increasing worker efficiency through
appropriate hiring, training, and remuneration. For the first time, the human relations
movement of the early 2000s highlighted the management of the human element in
organizations that were continuously moving toward strategic human resource
management. Its main topics were camaraderie, the power of self-respect, motivation, and
the interaction between superiors and subordinates as well as common ideals and
objectives. The human behavior movement emerged from the human relations movement
and marked the beginning of a new era in management by emphasizing employee
behavior within the workplace.

HRM was pioneered by Peter Drucker and Douglas McGrefor; proponents of this stage
include Abraham Maslow, Rensis Linkert, Chris Argyris, and Frederick Herzberg. The
first idea to adopt a system-wide strategy to manage planned change for enhancing
organizational performance through behavioral interventions is the organization

development movement. It promotes cooperation and teamwork, humanistic democratic
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principles, and individual behavioral pattern and attitude transformation. Additionally, it
emphasizes quality of work life, collaborative management, planned change management,
team building, training and development, and quality of work life. The mutuality between
management and employees was highlighted throughout the organizational culture
movement stage. It includes accepted standards, viewpoints, attitudes, and values that

direct workers' conduct inside the workplace (Agrawal, 2004).

The banking industry in Nepal has expanded and changed significantly in recent years as
a result of growing competition, technological advancements, and economic
liberalization. One of the key elements affecting the sustainability and profitability of
commercial banks is effective human resource management (HR). The aim of human
resource practices is to maximize human potential and organizational success via a wide
variety of activities such as hiring, training, performance management, compensation, and
employee relations. HR practices have a big influence on employee satisfaction in the
context of Nepalese commercial banks, which is important for retaining competent staff,

fostering a positive work environment, and raising overall productivity.

Many elements influence employee happiness, such as fair compensation, opportunities
for career advancement, work-life balance, and acknowledgment of achievements.
Satisfied workers are more likely to be motivated, devoted, and productive at work, which
boosts the bank's operational effectiveness and customer satisfaction. In order to find
practical HR strategies that might enhance both employee well-being and organizational
performance, this study explores the complex relationship between HR practices and
employee satisfaction in Nepalese commercial banks. In order to help bank management
create and execute HR policies that encourage a motivated and happy workforce, the

research will evaluate current HR practices and their impact on employee satisfaction.

Work contentment, sometimes known as job satisfaction, is a multifaceted phenomenon.
The following themes relate to what makes work fulfilling: inventing something new,
applying abilities, working tirelessly, exercising initiative, taking responsibility,
interacting with others, and collaborating with knowledgeable others. However, doing
monotonous job, contributing little to nothing, completing pointless duties, experiencing
insecure, and being overly carefully watched lead to employee unhappiness. In addition,

there are two types of elements that affect overall satisfaction: factors related to the job
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and factors not related to the job. It has been determined that both of these sets of

characteristics have a significant role in determining work satisfaction.

1.2 Statement of Problem

Writing on human resource management and teaching it in university business schools
tends to be somewhat out of step with some major developments in theoretical social
science thinking about organizations and management, and less critical than it could be in
several important ways. As we shall see, several of the most important shortcomings have
been noticed by other observers. But rather than serving as a goal in itself, the study's
goal is to compile and expand on some of these criticisms of academic HRM. The aim is
to identify some of the issues that need to be avoided in order to resolve the primary
obstacle that will be addressed here. This is the difficulty of developing and implementing
a theoretically sound, critical social scientific analytical approach to some "real” strategic
HRM activities. Effective and efficient human resource management involves both
behavioral and psychological components. In order to achieve organizational goals
through the recruitment, development, use, and retention of a dedicated workforce,
human resource development (HRD) is concerned with the people component of an
organization as well as the management of human energy and competences in a changing

and dynamic environment.

Numerous research studies have been carried out by scholars about Human Resource
Management and job happiness. However, this particular study is similar in that it relates
to managing workplace transformation and gaining knowledge from past experiences
with HRM. These are the variables that have not yet been investigated and examined in
relation to the organization in Kathmandu. Thus, in an effort to investigate in the
Nepalese context, these factors have been chosen for the research, which is novel work in
the field of management research. Therefore, the following issues are the focus of this
study.

1. What are levels of HR practices and employee satisfaction in Nepalese

commercial banks?
2. Do the HR practices and employee satisfaction are related to each other?
3. What is the impact of HR practices on employee satisfaction?



1.3 Objectives of the Study
This study's main goal is to evaluate the consequences that human resource management
has on a sample of Nepalese commercial banks. To further facilitate the investigation, the
precise objectives listed below might be mentioned:
1. To examine the level of HR practices and employee satisfaction in Nepalese
commercial banks?
2. To assess the relationship between HR practices and employee satisfaction.

3. To analyze the impact of HR practices on employee satisfaction.

1.4 Rationale of the Study

The current researcher could find the consequences of organizational change in human
resource management in Nepalese commercial banks based on several factors within the
study framework. The current researcher will examine and analyze the impacts of
organizational change in human resource management with regard to different
commercial banks in Nepal in addition to assessing the effects generally.

The researcher was able to see a circumstance in which the impacts of organizational
transformation on human resource management in Nepalese commercial banks had not
been before studied. The study's focus is on how organizational changes in Nepalese
commercial banks' HR departments affect worker happiness. This makes it easier to
pinpoint the strengths and weaknesses of a given bank's HRM practices as well as how
employee happiness impacts the profitability and performance of the bank. Shareholders
and other stakeholders can use the information provided to assess the bank for financing
purposes. (Lender, depositor, body that oversees, etc.). It has more academic value since
the new framework and findings will be helpful in developing future research instruments
to gauge employee satisfaction levels.

The research's conclusions will thus be helpful to managers in evaluating the
effectiveness of HR practices they already utilize and identifying the HRM implications
of such policies. Managers in the banking sector in Kathmandu also have the ability to
alter the HR protocols that are already in place. Finally, the study's findings may be used

to raise the public sector's and the banking sector's performance in Nepal.

1.5 Limitations of the study
The study has limitations even with the careful considerations that were made during the

investigation. This study's primary shortcoming was its failure to incorporate a larger
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number of national organizations; additional commercial banks that have implemented
HRM nationwide may have been included in order to offer a more comprehensive
analysis. Since the study only included a sample of five commercial banks, there aren't
enough observations; additional observations should be gathered in order to improve the
accuracy and credibility of the analysis. Convenient and informal comparative survey
methods were employed in the study to gather primary data. There is no particular sample
strategy used in the study to choose the businesses that would participate in the survey.
The organization's top manager's comments are not included in this study. The responses
collected for the analysis were limited to personnel at the middle and lower levels. The
study's resources and time constraints are equally limited, with just ten years' worth of
data included in the sample.

When contacted, the respondents hesitated to provide information out of concern that it
would be used against them or the Bank in an attempt to intimidate them or create a bad
impression of them. Since the study only looks at five independent factors, it is also
restricted in its ability to examine the effects of HR practice from various angles. More
variables may be included.

Future researchers might therefore expand the study's scope by taking into account more

factors and samples.



CHAPTER-II
LITERATURE REVIEW

The primary goal of this chapter's research was to comprehend the impact of HR practices
inside the framework of Nepalese commercial banks. In order to understand more about
the linked constructions that are guiding the current research, the researcher discovered
that the works of several academics are relevant sources.

1. Conceptual Review

2. Theoretical Review
3. Empirical Review
4

Research Gap

2.1 Conceptual Review

2.1.1 HR Practice

According to Armstrong (2010), human resource management (HRM) is a deliberate and
comprehensive strategy for managing a company's most important asset its people who
both individually and collectively help the organization achieve its objectives. All
managerial decisions and activities that have a direct effect on the company's workforce

or human resources are included in HRM.

According to McMahan and McWilliams (2000), an organization's professional and
experienced personnel is not the same as its human resources systems. They argued that a
company's human resources had a greater potential to generate value over time. To
produce value, however, human resources must possess high skill levels as well as the
willingness, motivation, and fulfillment to demonstrate productive behavior that is
fostered by HR practices. Thus, HRM strategies have an impact on employees' behavior
in addition to assisting in the development of their skills and abilities. Human resources
are precious, uncommon, distinctive, and well-organized when four basic requirements

are met (Barney, 1991).

As a result, it's imperative that a company use human resource management (HRM)
techniques that optimize employee potential. Pfeffer (2001) proposed that seven HRM

practices are shared by successful organizations: extensive intra-organizational sharing of



financial and performance data; job security; self-managed teams; decentralization of
decision-making as fundamental organizational design principles; and relatively high
compensation that is based on performance. Less barriers and status distinctions, such as
dress codes, language, office layouts, and salary disparities between levels, are also
common to successful organizations. These days, organizations have to deal with a degree
of competitiveness that is increasing daily. For this reason, managers need to be
constantly looking for ways to maximize the utilization of human resources in order to

improve organizational performance.

Lado and Wilson (1994) defined the HRM system as an assortment of distinct yet related
duties, positions, and practices used to attract, develop, and hold onto (or discharge) an
organization's human resources. Moreover, promotion, training, assessment, and pay are
just a few of the HR roles, activities, and processes that may be strategically integrated to
form this organizational competence. These actions are taken to recruit, develop, and

retain strategic HR that helps the company achieve its goals (Pérez and Falcon, 2006).

Dessler (2001) lists selection, training, compensation, labor relations, and employee
security as the five tasks of HRM systems. A human resource system enhances
organizational performance, develops and maximizes an organization's capabilities, and
aids in the maintenance of the organization's competitive edge, according to Huselid
(2008) and Becker & Gerhart (2010). Wilson and Lado (2000). Consequently, a coherent
set of processes that enhance employee competences, spread information, enable
employees to participate in decision-making, and motivate employees makes up an
efficient HRM system (Pfeffer, 2001; Applebaum, 2000). It is recognized that HRM
practices have the ability to affect organizational performance through HRM outcomes,

either directly or indirectly.

Petra and Juan (2019) discovered a paradigm that is based on their main assertion, which
is that human resources may be used to gain a competitive edge. This model takes into
account the prospect of a sustained competitive advantage for those who know how to set
up an HR system that incorporates HR policies and procedures in order to create and
protect strategic human capital.



2.1.2 Job satisfaction

A multifaceted notion, job satisfaction captures all of an employee's feelings and
perspectives about their work. It considers a number of factors, including as the type of
job, compensation, opportunities for career growth, working environment, relationships
with supervisors and coworkers, and work-life balance. The level of job satisfaction
significantly impacts an employee's motivation, commitment, and performance inside the
company. Elevated job satisfaction is often linked to favorable consequences including
increased output, reduced staff attrition, and enhanced worker welfare.

Job satisfaction has become a key area of study for organizational and industrial
psychology. It is common to quote Locke's (2010) definition of job satisfaction, which is
described as an agreeable or pleasant emotional state resulting from an appraisal of one's
job or work experiences (Jex 2002). The evaluation takes into account a wide range of
work-related aspects, such as salary, working conditions, relationships with colleagues
and supervisors, career chances, and of course the key components of the job itself
(Arnold et al 2000). In other words, job satisfaction is correlated with the degree to which
our expectations of the task align with the results that really occur. Furthermore, as an
employee’s attitude toward their work is all that constitutes job satisfaction, the theories
of attitudes that have been previously explored may also be applied to job satisfaction. As
a result, three elements may be identified as constituting job satisfaction: emotive,
cognitive, and behavioral (Jex 2002). The cognitive component is a belief about a work,
whereas the emotional component is a feeling about a job. These two factors are
frequently connected. The behavioral component serves as a gauge for the kinds of
behavioral goals that go into a job, such showing up on time and putting in a lot of effort.

The easiest way to define job satisfaction is as a person's degree of satisfaction with their
place of work. At the more sophisticated levels of conceptualization used by academic
researchers and HR experts, there are differing definitions of work satisfaction. The
traditional definition of affective work satisfaction is a one-dimensional subjective
construct that captures a person's overall emotional feeling about their employment.
Consequently, an individual's emotional job satisfaction reflects the degree of pleasure or

delight they typically derive from their profession.

The conventional definition of cognitive work satisfaction is a more impartial and rational

evaluation of the many components of a job. As a result, cognitive work satisfaction may
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be categorized as one-dimensional when it just considers one part of a job, such maternity
leaves or remuneration, or as multidimensional when it considers two or more aspects of
a job at the same time. Cognitive work satisfaction assesses how well a job holder feels a
specific job feature aligns with personal objectives or other employment, as opposed to
gauging the degree of fun or pleasure gained from a given job aspect. While affective job
satisfaction and mental job satisfaction can be influenced, the two concepts are distinct,

not necessarily associated, and have different causes and consequences.

Narrow definitions of job satisfaction include an employee's general attitude or feeling
about their occupations and the components of their jobs, such as fair remuneration, a
nice working environment, and contact with coworkers (Glisson and Durick, 2005; Kim,
Leong, and Lee, 2010). A more general definition of job satisfaction, according to Locke
and Lathan (2000), is a joyful or pleasant emotional state that results from an assessment
of one's work or work experience. A worker's degree of job satisfaction is based on how

they perceive their occupations to support the things that are important to them.

2.1.3 HRM outcomes and performance

Zheng et al. (2006) did an empirical study on high performance HRM approaches in
Chinese SMEs. For use and comparison in this study, five popular models that explicitly
draw attention to the connection between HRM and organizational performance were
selected. They classify HRM activities and outcomes and illustrate the relationships
between performance, results, and practices.

a) Training and development

A key component of human resource management (HRM) that significantly affects both
employee effectiveness and organizational success is training and development. Investing
in comprehensive training and development programs is crucial for commercial banks,
particularly those in Nepal, to achieve strategic business objectives and enhance staff
skills and work satisfaction. The impact of training and development on HRM outcomes
and organizational success is examined in this article.

Investing in training may be seen as an investment in the company's human capital.
Furthermore, three main tasks are included in training and development: education,
training, and development. Knoke and Kalleberg (2001), cited by Sandra, state that
"training is seen as a useful means of withholding changes fostered by technological

innovation, market competition, organizational structuring, and demographic shifts."
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Companies that encourage staff development and training are making an investment in
their personnel. One advantage of this investment is that each employee will have a

higher employability (Waterman, 2000).

In an increasingly technologically advanced and rapidly changing global market,
organizations must maintain a trained and flexible workforce in order to remain
competitive. Thus, having a competent labor pool becomes a strategic objective. To
ensure that staff members possess the knowledge, skills, and attitudes necessary to meet
company goals and get a competitive advantage, an organization's training and
development plan is crucial (Peteraf, 2006). Once employment officially begins, workers
invest in their human capital, which is commonly known as training. The corporation may
provide vocational training or on-the-job training as a means of obtaining this investment.

Economists often distinguish between two types of learning.

It gives a worker abilities that are exclusive to the business or abilities that will increase
output just for the business (Garibaldi, 2006). This type of training will increase
productivity for a range of firms by improving the employee's entire human capital (Gary
Becker, 2000). On the other hand, organizational risk might increase with general training
and development if skilled employees decide to quit the firm in quest of greater
opportunities elsewhere. It makes sense to believe that the amount of money a firm
spends on both technical and non-technical training will have a favorable impact on how

well it is able to develop the abilities and knowledge of its workforce.

A number of high-performance HRM methods were noted by MacDuffie (2006), Huselid
(2000), and Koch and McGrath (2001), including training. Employers who place a higher
priority on staff development than staff training may also see lower employee turnover
than their counterparts. Workers in organizations that have robust technical and non-
technical training programs will probably observe a more favorable growth in their
market worth than they do at other organizations. Therefore, it makes sense for them to
work for the organization longer. Within the domain of human resource management, the
area of training and development pertains to organizational endeavors targeted at
enhancing the performance of both people and groups within organizational
environments. Through the growth and acquisition of a company's human capital, HRM

procedures have an impact on employee abilities (Huselid, 2010).
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By using a range of HRM strategies, employers may enhance employee talents (Delaney
& Huselid, 2000). Initially, these processes can be used to improve the quality of
applicants hired, the skills and talents of current employees, or both. Second, by
providing extensive training and development opportunities, employers may improve the
level of their present personnel after recruiting. Training investments have been shown to
have good organizational impacts by previous studies (Bartel, 2001; Knoke & Kalleberg,
2004).

Many research have been done on the impact of training on an organization's
performance. For instance, a substantial amount of evidence suggests that corporate
training investments increase organizational performance (Kalleberg & Moody, 2004).
Studies have consistently demonstrated a favorable correlation between organizational
success and staff development (Koch & McGrath, 2006). Companies with great training
programs outperform those with less effective ones when it comes to staff turnover and
employee growth (Arthur, 2004; Fey, 2009). Moreover, increased investment in staff
development and training is positively connected with increased productivity, a decline in
workers' inclination to quit the firm, and organizational effectiveness (Harel and Tzafrir,
2006).

An organization's productivity and its training program appear to be positively correlated,
according to a number of studies looking at the effect of training on production (Bartel,
1994). Previous studies have found a relationship between training and development
strategies and a number of organizational performance measures (Becker & Huselid,
1998).

b) Recruitment and selection

Within Human Resource Management (HRM), recruitment and selection are essential
procedures that directly impact the output and performance of the firm. Effective
recruiting and selection procedures are essential for commercial banks, especially those in
Nepal, to draw in and keep skilled personnel who may have a big impact on the bank'’s
success. The significance of recruiting and selection in influencing HRM results and its

effects on organizational success are discussed in this article.
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The hiring, screening, and assignment of employees are the phases in the organization's
staffing process (Harel & Tzafrir, 2006). Terpstra and Rozell (2003) found a strong and
positive correlation between the level of recruitment, the reliability of selection tests, and
the use of formal selection methods and firm profitability. Productivity is increased when
the correct individual is placed in the right position through HRM practices
(organizational structure and employee skills) (Huselid, 2005). Similarly, research has
shown that establishing effective staffing procedures or selective hiring practices
improves organizational performance (Delany & Huselid, 2006). Koch and McGrath
(2006) discovered a positive correlation between advanced hiring and selection

procedures and worker productivity.

C. Performance evaluation practices

One important component of human resource management (HRM) that has a big impact
on employee advancement and organizational effectiveness is performance assessment.
Well-structured performance assessment methods are essential for assessing employee
input, identifying areas for improvement, and coordinating individual goals with
organizational objectives in commercial banks, including those in Nepal. The significance
of performance evaluation for HRM outcomes and its impact on organizational

performance are discussed in this article.

A systematic process of worker monitoring, performance assessments are intended to be a
management tool to increase staff productivity and performance (Shahzad, et al., 2008).
Performance evaluation, or observing, rating, and providing feedback to staff members on
their work, is one potentially important tactic for developing a productive workforce.
Performance appraisals are an extra technique for improving employee performance. It is
widely recognized as the primary human resource management intervention for providing
employees with feedback on their work-related successes, according to Waddell et al.
(2000). Performance reviews can help with choices concerning pay, retention, transfer,
promotion, and demotion. It serves as a developmental roadmap for staff feedback and
training needs evaluations as well. Employee happiness and productivity can both rise

with performance assessment systems (Brown & Benson, 2003).
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2.1.4 Employees’ attitude and job satisfaction

Employee happiness is another idea that appears simple enough, but requires explanation
to be fully understood. According to Gregson (2007), employee satisfaction is the feeling
of well-being that arises from a person's personal evaluation of their work or experience.
Employee work satisfaction is clearly influenced by a lack of growth and promotion
chances, a factor that has been the subject of countless studies. It is impossible to
understand employee attitudes regarding an HR practice without also knowing attitudes
generally. Attitudes have been given a lot of power since they help a person achieve a lot.
According to Armenakis and Bedeian (1992009), employee attitude may also operate as a
"marker” or indicator of the chance that workers will take the actions required to bring
about the changes that are wanted. Applying this reasoning to the current study, it is
conceivable that workers who have a good outlook will be more inclined to support their
newly combined company, whilst those who have a less positive outlook will probably be
more likely to be unhappy with the merger. This study evaluates attitudes' emotional
component—also referred to as employee satisfaction—after HR practices have taken

place.

It is impossible to understand employee attitudes regarding an HR practice without also
knowing attitudes generally. Attitudes have been given a lot of power since they help a
person achieve a lot. It directs behavior, perception, and information processing
(Pratkanis, 2009). According to Eagly and Chaiken (2003), attitude is a psychological
propensity that manifests itself as a degree of favoritism or dislike toward a certain thing.
Applying this reasoning to the current study, it stands to reason that staff members who
have good views will generally be more supportive of their newly combined company,
whilst staff members who have less positive attitudes will probably be more disappointed

with the merger.

2.2 Theoretical review

2.2.1 Herzberg’s two-factor theory

Herzberg created a two-factor theory of job happiness after researching 200 engineers and
accountants for his studies on employment attitudes and motivation. Herzberg et al.
(2009) state that components that satisfy (motivators/intrinsic) and dissatisfy
(hygiene/extrinsic) are what make up job satisfaction. The word "hygiene" is derived

from an analogy with the medical usage of the term, which denotes preventative and
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environmental measures, according to Herzberg et al. (2006). When these hygiene
aspects—which relate to Maslow's lower-level needs—Ilike salary, supervision, security,
and working conditions—are absent or insufficient, it can lead to job discontent. These
variables are also known as intrinsic motivation. While job happiness is influenced by
satisfiers, often referred to as motivators (intrinsic motivation), which include progression
possibilities, success, responsibility, acknowledgment, and the job itself (all of which

align with Maslow's higher-level criteria).

According to Herzberg (1968), the presence of satisfiers (motivators) causes job
satisfaction, whereas their absence results in job dissatisfaction rather than job
satisfaction. Similar to this, unhappiness at work might result from unsanitary
circumstances, but these factors do not necessarily translate into happiness at work
(Herzberg, 1968). More factors than only compensation, security, and working conditions
affect job happiness. However, Gruneberg (1979) argues that job satisfaction may

temporarily increase if certain hygiene factors have recently improved.

Numerous studies that used the critical event approach to collect data have backed up
Herzberg's theory. However, some study has not been able to support Herzberg's idea
since they used different methods to collect data, which led to a lack of empirical proof
(Gruneberg, 1979). However, it is widely acknowledged that Herzberg's two-factor theory
was groundbreaking and significant in differentiating between job unhappiness and job

pleasure (Hassard et al., 2016).

2.2.2 Adam’s equity theory

Employees desire more than just their wants to be satisfied; they also want to be treated
fairly and/or equally to other employees in the incentives system. Employees evaluate
their efforts and results in relation to others'. The extent to which a person believes they
have contributed to their place of employment, taking into account factors including

education, prior employment, loyalty, time, inventiveness, and job happiness.

According to Wood et al. (2004), outcomes are the benefits that a person feels they will
receive as a result of their job. These rewards might take the form of financial bonuses,
employment stability, social advantages, and psychological rewards. The idea that people

get demotivated or unmotivated if they believe their inputs, such as effort or devotion,

16



exceed their outputs, such as salary and privileges, is the cornerstone of the equity
hypothesis. The equity theory's detractors contend that ideas of justice and fairness may
be arbitrary since it's possible that one's ideas or opinions don't fully represent the

circumstances at hand.

2.2.3 Vroom’s need and fulfillment Theory

According to the need fulfillment hypothesis, an individual's degree of job satisfaction is
influenced by their income (Gruneberg, 1979). Performance, satisfaction at work, and
career choice are all taken into consideration by Vroom's 1964 expectation theory. The
theory he developed is known as the Valence, Instrumentality, Expectancy (VIE)
hypothesis. In this theory, Valence stands for the desire for a reward, Expectancy for the
possibility of completing a task successfully, and Instrumentality for the mechanism by

which rewards are obtained.

Workers are motivated by a desire to achieve and a belief that their efforts will be
rewarded, whether in a positive or negative way. A positive incentive raises the
possibility that employee motivation will rise, whereas a negative reward increases the
possibility that employee motivation would fall, according to Wood et al. (2004).
Together, these three elements provide motivation that raises job satisfaction and
decreases job dissatisfaction (Vroom, 1964). Vroom's hypothesis (Van Eerde & Thierry,
1996) is one of the motivation theories that is most widely acknowledged and aids in
explaining how and why individuals make decisions. It has been said that Vroom's
expectation theory is "too convoluted and over-intellectualized" (Campbell et al., 1976).

Lawler (1994) points out that one of the difficulties with this theory is that it "fails to
consider differences in people's feelings about what the outcomes they should receive."
Individual-difference variables also point to the theory's falsity as a basis for
understanding work satisfaction. Stated differently, an individual who feels they are
getting paid enough for their work is likely to be happier than someone who anticipates

earning more money.

2.3 Empirical review
Private academic institutions, according to Mondejar and Asio (2023), have hiring and
selection procedures, assess worker satisfaction, offer training and development, fair pay,

career planning options, and guarantee worker safety, health, and welfare. Furthermore,
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the respondents expressed satisfaction with their managers, coworkers, pay, benefits, and
duties in addition to the job itself, advancement, stability, and acknowledgment.
Inferential analysis indicates that there is a strong correlation between HRM practices and
work satisfaction. The researchers created a paradigm for teacher retention based on

employment satisfaction and HRM techniques in light of these findings.

Lama (2023) said that this study looks on how HR practices affect employee satisfaction
in Nepalese commercial banks. Employee happiness is the dependent variable. The
independent variables are hiring and selection procedures, training and development
programs, remuneration policies, and performance reviews. The primary source of data
for the study was the opinions of 389 residents of Kathmandu. Structured questionnaires
with a five-point Likert scale and cross-sectional data were used in the survey. Regression
and correlation analysis were used to establish the link and impact of an independent
variable on employee satisfaction. The results show that hiring and selection, training and
development, compensation policy, and performance evaluation are positively correlated
with employee satisfaction. The study provides a framework for forecasting and
mitigating employee-related issues, thus executives at commercial banking institutions
may find the data and analysis helpful in their decision-making process. As a result, this
research provides a deeper comprehension of the condition of HR practices today and
their connection to employee satisfaction. In order to assess possible long-term
implications, more data may be gathered and new factors pertaining to human resource
strategies may be included in future research. Therefore, the link between the moderating

effects of demographic factors may be studied in future study.

According to Ayofe et al. (2021), there is a correlation between employee motivating
experiences and work satisfaction. Using cross-sectional data from a semi-structured
questionnaire, 206 senior cadre workers of First Bank of Nigeria participated in a
descriptive research survey. The study reveals a robust positive relationship between non-
monetary motivating incentives such job security, career progression chances, flexible
work schedules, retirement benefits, and pay increments and raises with employee job
satisfaction in the firm. Research indicates that job stability is the most important non-
monetary incentive (R=0.835), whereas competitive compensation (R=0.809) is the most
important monetary motivator. It was suggested that the research organization use both

monetary and non-monetary incentives to promote better performance. Male employees
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are more motivated by monetary incentives (61%), whereas female employees are more

driven by non-monetary incentives (58%).

According to Cherif (2022), the purpose of this study was to investigate the relationship
between organizational commitment and employee job satisfaction as well as human
resource management in the Saudi banking sector. For its goals, this study employed
quantitative survey research. Human resource management and employee work
satisfaction are the independent determinants, whereas organizational commitment is the
dependent variable. Human resource management, employee work satisfaction, and
organizational commitment were found to be positively correlated. Nonetheless, it was
found that employee work satisfaction and organizational devotion had a positive
association. Both independent characteristics alone have a considerable impact on the

prediction of organizational commitment.

The effect of Human Resource Management Practices (HRMP) on enhancing Employee
Satisfaction (EP) is examined by Alsafadi and Altahat (2021). In order to finish the study,
the effect of HRMP on EP is predicted, and it is further believed that this influence is
mediated by work satisfaction. Employee involvement is also taken into account because
it may have a moderating effect within the theoretical model. A total of 480 surveys were
distributed to Jordanian commercial bank personnel. These surveys provided the data,
which was then analyzed using SEM, route analysis, and CFA techniques. To complete
our analysis, researchers used the Analysis of a Moment Structures (AMOS) software
version 24. The results show that HRMP had a beneficial effect on EP, work satisfaction,
and its component parts (stability and enrichment). It was discovered that stability and
enrichment at work had a moderating effect. Employee engagement turned shown to be a
moderating factor that linked HRMP and EP in the end. The study's findings emphasize
the critical roles that job satisfaction and employee engagement play in achieving HR
performance goals. It is suggested that more study be done on the connections between

HRMP, employee training, work satisfaction, and satisfaction reviews.

The study by Russo et al. (2021) contributes to the body of knowledge in the HRM
literature by examining the impact of certain HRM practices on workers' overall job
satisfaction and the variables influencing their perceptions of discrimination. Our study is

intriguing because it explores the connection between HRM procedures and workers'
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perceptions of discrimination at work. This study examines how employees perceive
HRM procedures and job satisfaction while comparing different types of discrimination.
It is expected that there will be less of a link between these two factors for workers who
have encountered prejudice. Our findings indicate that HRM practices, in addition to
work group autonomy and task intensity, improve employee satisfaction and decrease
discriminatory perception. We also find that employees' perceptions of all types of

discrimination have a detrimental effect on their job satisfaction.

According to Raisal and Ali (2020), work happiness is the topic that business science and
organizational behavior (OB) researchers have researched the most. Although literature
evaluations on work satisfaction have been carried out, there is little information to enable
a thorough study of the causes, outcomes, and challenges in the service environment. An
organized summary of empirical studies on worker job satisfaction conducted between
2010 and 2016 is given by this analysis. The results suggest that it is important to look at
employee job satisfaction from a variety of angles. The workplace atmosphere, employee
job expectations, reward management system, leadership style, and motivating techniques
are all important indications. This research might further the field's understanding of
employee satisfaction metrics and other essential elements for efficient organizational

execution, especially from the viewpoint of Sri Lanka.

According to Dziuba et al. (2020), work satisfaction has a major influence on employee
satisfaction. These variables affect both job safety and the opinions of employees
regarding it. A contented worker gives his task his best, pays more attention to details,
and looks out for himself and others. The researcher feels safe at the firm. This paper
assessed employee job satisfaction and work satisfaction using a straightforward survey.
To achieve this, a survey asking employees of a certain metallurgical business to rank
their level of job satisfaction was given out. The employees determined their degree of
job happiness by looking over twenty sentences that represented it and evaluating the
three factors that were utilized to compute the satisfaction index. The poll made a broad

measure of employee satisfaction attainable.

The study examined how ethnicity influences the anticipated links between work
satisfaction, emotional organizational commitment, and human resources management

practice (HRMP), according to Amah and Oyetunde (2019). The study was quantitative in
20



nature and employed a cross-sectional research methodology. There were 450
participants, who were from eight different organizations in Nigeria. The results
demonstrated that whereas HRM is favorably connected with both organizational
commitment and job satisfaction, ethnicity has an unfavorable association with these two
variables. Ethnicity acted as a mediating factor in the relationships between HRMP, job

satisfaction, and organizational commitment.

Obeidat et al. (2019) came to the conclusion that because HRM and general quality
management practices are becoming increasingly important in giving businesses a
competitive advantage and enhancing their ability to compete in the market, businesses
need to know how to draw in, keep, and inspire outstanding people resources.
Furthermore, in order to maintain a competitive advantage over time, a corporation needs
to be skilled in carrying out the more subtle components of overall quality management.
The purpose of this research is to evaluate the literature on how human resource
management and overall quality management tactics affect competitive advantage.

Table 2.1

Summary of Literature Review

Date and

Objectives Methodology Findings
Authors

Mondejar To evaluate the Descriptive, According to inferential

and Asio satisfaction level of correlation analysis, the association
(2023) employee.  Further, and between HRM practices and
the research tends to regression job satisfaction is extremely
assess the reason method significant. On the basis of
behind were used these findings, the
disperformance  of investigators developed a
employee and to framework  for  teacher
study the quality of retention based on human
banking service. resource management

practices and employment
satisfaction.
Lama To finds the effect of Fixed Effect This study offers a more
(2023) HR  practices on Panel Method thorough understanding of
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employee happiness and
lessen the perception of
discrimination. We  also
discover that workers' job
happiness is  negatively
impacted by their impression
of all forms of
discrimination.

employee job satisfaction
should be examined from
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Significant indicators include
leadership style, motivational
practices, the reward
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employee job expectations,
and the working
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advancement of research,
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research
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method

index, the employees defined
their level of job satisfaction.
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employee satisfaction was
made possible by the poll.

The findings showed that
whereas ethnicity IS
inversely relationship
between job satisfaction and
organizational commitment,
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with both. The correlations
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were mediated by ethnicity.

Business gain a competitive
edge over time, it must be
adept at executing the soft
aspects of overall quality
management. This paper's

goal is to review the
literature on the impact of
overall quality management
and human resource
management strategies on

competitive advantage.

2.4 Research Gap

A few scholars have investigated the relationship between HR procedures and bank
workers' job satisfaction. There is a dearth of research on HR practices, employee
happiness, and the impact of HR practices on the banking sector, including no studies on

HR practices and employee satisfaction in Nepal's public sector banks. This study looked
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at job satisfaction and HR practices in development banks to close this gap in the
literature. The study's insights are helpful in identifying HR practices that have a good
correlation with HR outcomes, such employee satisfaction in the banking sector of
Kathmandu. Managers may thus utilize the research's findings to evaluate the
effectiveness of the HR practices they already employ and to ascertain the outcomes of
such practices. Additionally, managers in Nepal's banking sector may lessen the negative
consequences of HR outcomes by making the necessary changes to the HR procedures
that are already in place. Consequently, it is suggested that managers in the banking

sector look at HR procedures and how they affect HR results.

Human resource issues, however, know no bounds and cannot be contained within strict
parameters. The following gaps in our understanding of how HR practices affect human
resources have been found by a thorough assessment of the literature. Despite a large
body of research on HR practice and employee satisfaction, Gaudel (2020), Devarajappa
(2012), and Tiwari (2017) assert that the impact on human resources is mainly
concentrated on organization culture, communication, and human resource integration
when assessing the success of these deals. Nonetheless, the study must to include other
HR procedures including training and satisfaction surveys, compensation and benefits,
and promotions and transfers. The impact of HR practices and employee happiness on the
effectiveness of organizations has also been the subject of much research. Nonetheless,
academicians and researchers still need to focus more on how these accords affect

workers' pleasure.
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CHAPTER-III
RESEARCH METHODOLOGY

Developing the idea of what will be examined, how it will be studied, and how the
information produced will be used in planned study is the primary goal of research

methodology.

3.1 Research Design

In order to address the basic questions surrounding the influence of HR practices on
employee satisfaction in Nepal's commercial banks, this study has used a descriptive
research approach. A true description of the features of a specific event or group in real
life is given by the descriptive research design. In a similar vein, the basic comparative

research design examines the facts and assesses the information gathered.

3.2 Population and Sample
The banking industry in Nepal, which has often operating as per the prevailing law of
Nepal and under supervision of Nepal Rastra Bank, is the study's target demographic. In
Nepal, twenty commercial banks are in operation. From which five commercial banks are
readily chosen from among them in accordance with the study's objectives. The five-point
Likert scale was used in the questionnaire design to get feedback on employee
Satisfaction, and HRM practices. Five questions were marked as strongly agreed, four as
agreed, three as neutral, two as disagreed, and one as extremely disagreed on the
questionnaires.
i.  Global IME Bank Ltd.

ii. Rastriya Banijya Bank Ltd.

iii.  Laxmi Sunrise Bank Ltd.

Iv.  Macchapuchhre Bank Ltd.

v.  Prabhu Bank Ltd.

3.3 Nature and Sources of Data
In this study, information was gathered from the chosen commercial banks via a
questionnaire to obtain staff members' answers. Primary data is gathered via the HRM

from the staff members of the chosen banks. Both paper questionnaire forms and Google
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forms were used to deliver the survey. The sample's investors were commercial bank
personnel with  HRM backgrounds. Cronbach's alpha was used to determine the
questionnaire's reliability, and it was 0.7 or above. In addition, data from secondary
sources was gathered for additional evaluation and analysis.

3.4 Data Analysis Techniques

After collection, the data is sorted, tabulated, and presented. This study makes use of both
descriptive and inferential statistical methods. The mean and standard deviation values of
the variables used to explain the characteristics of the sample businesses are included in
the descriptive statistics. The link between the independent and dependent elements is
ascertained by correlation analysis. Regression analysis is a method used alone or in
conjunction with other variables to ascertain the independent variable's effect over the
dependent variable. SPSS version 20 software is used for quantitative data analysis and

presentation.

Arithmetic Mean

Measures of central value are straight forward statistical analyses of distributions that
look for a single number that best captures the distribution as a whole. It is the variable
set's optimal value that best captures the group as a whole. The central value in the
statistical analysis is about in the middle of the entire set of data. In this investigation, the
mean has been utilized where appropriate among the several instruments available to
measure the central value. A collection of data derived from the distribution’s arithmetic

mean is called the Arithmetic Mean.

Mean (x) = Lx

n
Standard Deviation
As a measure of dispersion (risk), standard deviation (SD) is the most often used and
most practical. The ranges and magnitude of the departure from the mean or center are
displayed. It gauges the dispersion in absolute terms. Variability increases with a greater
standard deviation number and vice versa. It is the average sum of squares of the
observations' departures from the distribution's arithmetic mean, expressed as a positive

square root.

. Y X-X)?
Standard Deviation = T
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Correlation Analysis

The most crucial component of statistical analysis is often inferential statistics, especially
when the goal of the study is to determine how variables relate to one another, make
predictions, and other such conclusions. The findings on the data are aided by this
analysis. Determining whether to accept that the link observed in the sample data is the
same as the association that may be discovered if testing the complete population is made

easier with the use of inferential statistics.

NYXY-FXYY
-EX?2J/NXY2- (T Y)?

Correlation Coefficient (r) = TNy

Where,
N = no of observation in series X and Y
> X = Sum of observation in series X
Y'Y = Sum of observation in series Y
¥ X2 = Sum of square observation in series X
¥ Y2 = Sum of square observation in series Y

2. XY = Sum of the product of observation in series X and Y

The coefficient of correlation's result is always in the range of -1 to +1, where r = +1
denotes a positive association and r = -1 denotes a negative relationship between the two
variables.

Regression Analysis

A statistical technique for removing a link between a dependent and independent variable
is regression analysis. It is helpful in determining how strongly the variables are related to
one another. Additionally, it aids in the modeling of the variables' potential connection.
Regression analysis is a collection of statistical procedures used in statistical modeling to
estimate the connections between variables. When examining the link between a
dependent variable and independent variables, it encompasses a wide range of modeling
and analysis tools. Regression analysis, in particular, clarifies how changes in any one of
the independent variables, while holding the other independent variables constant, affect
the dependent variable's usual value.

Regression Model for dependent variable Y:

Y =Dbg + bixy + boxo + baxz + bgxs+ €

Where,

Y = Employees Satisfaction
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bo = Intercept of regression equation

by = Coefficient of Work Culture

b, = Coefficient of Training and Performance appraisal
b; = Coefficient of Pay and Allowance

b, = Coefficient of Transfer and Promotion

e = Error term of the regression equation

3.5 Research Framework

A research framework offers a methodical framework for carrying out investigations and
arranging the principal components of a study. It describes the general strategy, research
topic, and conceptual framework that will be employed to look into a particular research
problem or subject. The goals of the study, the theoretical context, the research design,
the data collecting strategies, and the data analysis methodologies are usually included in
a research framework.

The following is the study's research framework:

Figure 3.1

HR practices

Independent Variables Dependent Variables
v

Work Culture ¢

Training and . _

Performance Appraisal Employee Satisfaction

Pay and Allowance

Transfer and Promotion

Source: Tiwari (2019)

3.5 Definition of Independent and Dependent Variables

a) Work Culture

The shared values, beliefs, attitudes, and practices that characterize an organization and
influence how its members interact and cooperate are referred to as its work culture. It
encompasses the environment, standards, and conduct that shape how work is completed
and how employees communicate with the company and each other. While a negative

work culture may lead to low morale, high turnover, and decreased productivity, a healthy
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work culture promotes positive attributes like cooperation, respect, and integrity.
Workplace culture essentially affects the entire experience of working for a company and
has a big influence on both organizational success and employee satisfaction.

A few writers and academics have described work culture from a variety of perspectives,
relating to a multitude of attributes, beliefs, and norms of human behavior that form the
core identity of the organization. Some of the observed variables that are employed in this
study are work culture factors that affect employee performance, such as goal clarity,
justice/democracy, confidence in coworkers, supervisor support, corporate image, and
career development program.

HO1: A commercial bank employee's job happiness and work culture are significantly
correlated.

b) Training and Performance Appraisal

Comprehensive training programs teach employees the necessary skills, instilling
confidence and competence in their tasks, which may contribute to higher job satisfaction.
The link between training, performance assessment, and employee happiness is crucial.
Fair and helpful performance evaluations also provide employees with detailed feedback
on their areas of strength and growth, which enhances their motivation and professional
development. Employees are more likely to feel appreciated and content in their roles
when they think that training opportunities and performance assessments are fair and
helpful. This enjoyment might thus result in higher levels of engagement, productivity,
and retention, creating a positive feedback loop that is advantageous to the company as a

whole as well as to its employees.

Elevating the value of employees’ labor is related to workplace recognition. It is honoring
the accomplishments of the workforce (Ogonda et al., 2015). Akali (2010) found that pay,
recognition for promotions, work environment, and promotion were factors that affected
employees' job satisfaction and performance. For this study, recognition in the form of
awards, prizes, presents, perks packages, promotions, and praise is employed.

HO02: A commercial bank employee's happiness and training and performance appraisals
are significantly correlated.

c) Pay and Allowance

Pay or other financial compensation given in exchange for services rendered by an
employee is known as remuneration; this should not be confused with giving, donating, or

the act of providing for. Several supplementary perks in addition to compensation are
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becoming more and more common forms of compensation. One element of reward

management is compensation.

There is a significant and intricate relationship between employee happiness and pay and
benefits. Employee happiness is significantly impacted by competitive remuneration
packages, which include salary, bonuses, and benefits like health insurance and retirement
plans. Paying employees fairly and according to industry standards promotes job
satisfaction by providing security in one's finances and recognition for their hard work.
Furthermore, by reducing daily expenses and raising general quality of life, allowances
like housing, transit, and meal subsidies can increase contentment. Dissatisfaction is
typical, though, when pay and benefits are perceived as unfair or insufficient when
compared to peers or industry standards. Consequently, banks that prioritize competitive
and transparent pay plans in addition to thoughtfully crafted benefits typically see higher

rates of employee retention and satisfaction.

HO03: A commercial bank employee's happiness and pay and allowances have a
substantial link.

d) Transfer and Promotion

The dynamics of the company as a whole and employee satisfaction are greatly impacted
by the transfer and promotion procedures. Employees that undergo transfers often have
fresh experiences and opportunities to learn new skills, which advances their professional
growth and work happiness. In addition, transparent and equitable promotion policies
encourage individuals to reach their goals and align their aspirations with those of the
company while also recognizing the accomplishments of staff members. In the cutthroat
banking industry, when implemented correctly, these strategies may create a positive
work atmosphere, raise morale among staff members, and ultimately result in higher

retention rates and organizational success.

Promotion is described as moving an employee from one job to another with a higher pay
grade or compensation, whereas transfer is the movement of an employee from one post
to another at the same pay grade level or equivalent income (Ghosh and Dutta, 2015).
Promotions and transfers are two methods by which an organization might modify the
number of employees in order to adapt to changing circumstances. Internal mobility is the

term used to describe an employee's lateral or vertical movement inside a business. It
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might happen in between tasks in different divisions or departments. These tasks might be
completed in an official or informal manner. Adopting formal systems is often done so to
guarantee operational consistency and effectiveness.

HO4: There is a strong correlation between a commercial bank employee's contentment

and their transfer and promotion.

e) Employee Satisfaction

According to Bekenova (2015), job satisfaction is the result of an individual's evaluation
of their work influenced by their personal needs, traits, and desires—elements that they
consider fundamental to their existence. HR practice activities to provide human resource
managers in both acquiring and acquired firms with a different set of problems. Factors
like as compensation, a helpful manager, the job, relationships with coworkers, and
opportunities for professional progression are taken into account when determining

employee happiness.
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CHAPTER-IV
RESULT AND DISCUSSION

In order to achieve the study's goal, this chapter examines the analysis, presentation, and
interpretation of pertinent data from a chosen bank. With the aid of this study, attempts
have been made to draw attention to the current state of Nepalese commercial bank
employees' satisfaction with HR procedures. The primary source of data provides the
basis for analysis. Questionnaire responses make up the majority of the primary source.
The 150 respondents’ primary data were utilized to gauge how satisfied the Nepalese

commercial bank’s employees were.

4.1 Presentation and analysis of data

The results of a questionnaire survey that was completed by individual workers in various
sections were created here, and 150 employees of Global IME Bank Ltd, Rastriya Banijya
Bank Ltd, Laxmi Sunrise Bank Ltd, Macchapuchhre Bank Ltd, and Parbhu Bank Ltd
received a copy of the results. With the use of MS Excel and SPSS, the result was taken
out of the provided questioner. The information in this analysis section pertains to the

respondents’ profiles and their level of satisfaction with HRM.

4.1.1 Individual variables analysis

4.1.1.1 Work cultural analysis

Work culture is the collective set of common values, attitudes, behaviors, and beliefs that
characterize an organization's workplace. It significantly affects employee behavior,
motivation, and overall job satisfaction. Because the commercial banking business
necessitates a high level of cooperation, trust, and customer service, workplace culture is

very important.

Working Culture Analysis

The common values, attitudes, customs, and behaviors that shape the workplace
environment and employee behavior characterize the working culture of Nepal's
commercial banks. It has a significant effect on worker satisfaction, organizational

effectiveness, and total production. This analysis explores the features, significance,
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challenges, and ways to improve of the working culture specific to Nepalese commercial
banks.

Table 4.1

Questions 1 2 3 4 5 mean S.D

1. Employees work scheduling isas of 0.0 3.79 37.24 62.06 182 4.67 0.63
their flexibility

2. Feel flexible in performing the work 0.0 2.26 10.20 32.12 12.06 4.33 0.16
3. Organization management is open 0.0 186 16.8 50.0 62.08 4.00 0.42
towards suggestions

Overall Mean 4.33 0.40

Source: Appendix

Table 4.1 presents the study's findings regarding work culture, including the proportion of
respondents who expressed satisfaction and dissatisfaction with the working culture
offered by their firms. Workplace culture is influenced by a number of things. While 28%
of the respondents did not believe that their work schedules allowed for flexibility, 72%
of the respondents said that their schedules did. Sixty-eight percent of respondents stated
that management is receptive to suggestions from employees; the costing mean value
ranges from 4.00 to 4.67. Costing has an average mean of 4.33 and a standard deviation
of 0.4. Thus, this demonstrates that because of uneven financial rewards, employees are

not equally happy.

4.1.1.2 Training and performance appraisal

Training and performance analysis

The HRM policies of commercial banks must include both training and performance
review. Comprehensive performance analyses and effective training programs are
essential for improving employee competencies, job satisfaction, and overall

organizational performance in Nepalese commercial banks.
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Table 4.2

Questions 1 2 3 4 5 mean S.D

1 The banks is providing equally 0.0 12.06 12.04 420 4406 4.06 0.43
training opportunity

2 Also provide effective learning 0.0 8.02 1050 32.06 36.26 4.58 0.10
environment

3 Management equally rewards for 0.0 0.0 18.2 20.14 48.02 4.08 0.32

work efficiency

Overall Mean 4.24 0.28

Source: Appendix

Table 4.2 presents the study's findings about workers' comprehension of career
development possibilities and performance evaluations within the firms. Growth,
development, and skill improvement are all crucial for maintaining employee satisfaction.
Approximately 70.12% of the workforce expresses satisfaction with the organization's
training and development programs. Still, 41.28 percent of them express dissatisfaction.
The majority of respondents are happy with the organization's development prospects and
the excellent learning environment that provides them with many chances for personal
development. Nonetheless, a portion of the participants express dissatisfaction about their
professional growth prospects, and the company fails to furnish them with worthwhile
educational experiences. If employees are dissatisfied with their development prospects,
they should be provided with a suitable learning environment that fosters personal
growth.

4.1.1.3 Pay and allowance
Pay and allowance analysis
Any organization's pay packages must include wages and benefits, and commercial banks
are no exception. In Nepalese commercial banks, attracting, retaining, and motivating
employees depends on offering competitive salaries and attractive perks. This study
examines how pay and benefits are distributed, how important they are, and how they

affect employees' performance and satisfaction in Nepalese commercial banks.
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Table 4.3

Questions 1 2 3 4 5 mean S.D

1 My salary matches my abilities 5.02 6.32 12.68 33.06 44.60 4.32 0.84
and contributions

2 Bank management equally 10.04 252 9.06 29.08 36.24 4.40 0.52
rewards work efficiency

3 The bank is providing more 8.12 10.80 30.28 264 15.12 3.12 0.73

non-monetary benefits.

Overall Mean 3.12 0.73

Source: Appendix

Table 4.3 presents the study's findings, which indicate that compensation and allowances
are associated with both the proportion of respondents who expressed satisfaction and
dissatisfaction with the rewards offered by the businesses. It is evident that extrinsic
incentives are influenced by a number of elements. Of the respondents, 33.12% were
dissatisfied with their compensation, while 62.20 percent said that their pay matched their
talents. Of the respondents, 54.06% claimed that management compensates them equally
for their efforts, whereas 25.32 percent said that management does not treat them equally.
Just 42.05 percent of the respondents are happy with their non-monetary compensation,
while 69 percent are dissatisfied with it. Of these, 42% are not happy with their pay,
while 39% think it is comparable to that of other banks. Overall, the organization's
extrinsic rewards are causing dissatisfaction among employees. Thus, this demonstrates
that because of uneven financial rewards, employees are not equally happy.

4.1.1.4 Transfer and Promotion

Transfer and promotion analysis

In Nepalese commercial banks, the transfer and promotion rules that are put into place
have a significant impact on staff happiness, career advancement, and overall operational
success. These HR procedures are essential to guaranteeing an effective workforce
distribution, enhancing employee competences, and cultivating a driven and competent
workforce in Nepal's banking industry. This study explores the structure, significance,

and ramifications of transfer and promotion tactics used by Nepal's commercial banks.
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Table 4.4

Questions 1 2 3 4 5 mean S.D

1 Base on law and rotational 6.92 25.6 46.51 4458 33.58 4.28 0.72
transfer system

2  Indiscriminate  Promotion 2.54 48.21 40.29 30.24 29.54 4.038 0.56
opportunity

3Employees transfer and 0.0 2210 39.27 4294 4106 4.38 0.64
promotion  base on their

Performance.

Overall Mean 4.38 0.64

Source: Appendix

As seen in Table 4.4, an employee's transfer or promotion serves as a source of
motivation for their job. It simply indicates that staff members place a high value on these
kinds of instruments. Promotion and transfer have been demonstrated to increase work
satisfaction in certain situations. It is evident that there is a lack of flexibility in the
transfer and promotion schedule, as indicated by the equal proportion of respondents
(64.2% and 48%) who expressed dissatisfaction with the scheduling. Nonetheless, the
majority of respondents—32%—feel that they are not given equal opportunities for
advancement. In a similar vein, half of the respondents, or 52%, believe that management
does not promote and transfer employees based only on their performance. This
demonstrates the need for equal chance for employees to improve their performance in
order for the company to offer them fair opportunities for promotion and transfer. After
all, they may utilize their ingenuity to develop ideas that could work well for the

company.

4.1.1.5 Employee Satisfaction
Employee satisfaction analysis
This analysis's main point is that employee happiness plays a critical role in an
organization's ability to succeed by influencing performance in general, employee
retention, and productivity. Understanding and enhancing employee satisfaction is crucial
in the particular context of Nepal's commercial banks in order to maintain a motivated

and committed workforce. This research will examine the several aspects that affect
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employee happiness, its current state, and possible ways to improve it in Nepal's

commercial banking industry.

Table 4.5

Questions 1 2 3 4 5 mean S.D

1 Commitment of organization on 0.0 6.0 215 335 6025 442 0.33
your job security

2 Company long term growth and 0.0 20 85 40.84 585 465 0.63
development

3 Learning environments for 0.0 10.2 120 54.0 440 471 0.49

employee to grow

Overall Mean 4.71 0.49

Source: Appendix

Table 4.5 displays the employee satisfaction across three aspects, including learning
environment, long-term business growth, and job security. The aforementioned table
shows that the employees' total satisfaction score was 4.71. The three main post-HR
practice expectations of workers are learning environment, job stability, and business
long-term growth, with weighted averages of 4.42, 4.65, and 4.71, respectively. Based on

analysis, workers of combined BFIs are less concerned about working in a larger bank.

4.2 Descriptive Statistics

The mean and standard deviation of the study, which includes working culture, training
and performance evaluation, salary and allowance, transfer and promotion, are calculated
using descriptive statistics. There are 150 observations total in the investigation, as shown
in Table 4.6. Five statements from the five banks and financial institutions under
consideration are measured using the observations. where each responder used a four-

point Likert scale to give their answers.

Structure of the variable's descriptive statistics
Descriptive statistics are essential for describing and comprehending the properties of
data linked to different factors inside an organization. Descriptive statistics are crucial for

analyzing important factors in Nepalese commercial banks, as they aid in decision-
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making and enhance overall performance. An overview of the format of descriptive

statistics for important variables in Nepal's commercial banks is given in this section.

Table 4.6
Variable N Mean Std. Deviation

Work Culture 150 4.33 0.40
Training and Performance 150 4.24 0.28
Appraisal

Pay and Allowance 150 3.12 0.73
Transfer and Promotion 150 4.38 0.64
Employee Satisfaction 150 4.71 0.49

Source: SPSS Analysis

The work culture average, as indicated by Table 4.6, was 4.33, with a 0.40 standard
deviation. The performance assessment and transfer average was 4.24, with a 0.28
standard deviation. In a similar vein, the average for salary and allowance was 3.12, with
a 0.73 standard deviation. The average for promotion and transfer was 4.38, with a 0.64
standard deviation. The average employee satisfaction score was 4.71, with a 0.49

standard deviation.

4.3 Correlation analysis

The statistical method used to quantify the relationship between two or more population
or sample variables is correlation. Stated differently, it indicates the extent to which two
variables have a linear relationship. The degree of link between two sets of figures is
measured by the coefficient of correlation. When the coefficient of correlation (r) is +1, it
indicates that there is a perfect link between the two variables, and vice versa. This is true
regardless of the technique used to calculate the coefficient of correlation. There is no
relationship between the two of them when r = 0. This section presents the relationship
between employee happiness and its independent variables, which include sample banks'
working cultures, training and performance reviews, compensation and benefits, and

transfers and promotions.
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Correlation analysis's structure

One statistical tool used to evaluate the strength and direction of relationships between
variables is correlation analysis. When it comes to Nepalese commercial banks,
correlation analysis is used to help understand how different elements relate to one
another. This kind of study provides insightful viewpoints on worker satisfaction, output,
and overall business effectiveness. In this talk, we outline the methodology and use of

correlation analysis in Nepal's commercial banking industry.

Table 4.7
Variables Employee Work Training and Pay and Transfer
Satisfaction Culture Performance  Allowance and
Appraisal Promotion

Employee 1

Satisfaction
Work Culture 225" 1

(.005)

Training and 326" 202 1

Performance (.002) (.057)

Appraisal

Pay and 518** 314** 223** 1

Allowance (.003 (.002) (.006)

Transfer and .602** 262** A32** 512** 1
Promotion (.002) (.000) (.003) (.002)

*, Correlation is significant at the 0.05 level (2-tailed).

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

Source: SPSS Analysis

Table 4.7 demonstrates that there is a positive correlation between all of the factors (work
culture, pay and allowance, training and performance appraisal, transfer and promotion,
etc.) and employee satisfaction. Employee happiness and work culture have a 0.326
Pearson connection. Since there is a moderately favorable correlation between work
culture and employee happiness, adjustments in either direction are likely to occur.

Likewise, a robust and positive correlation (r = 0.326) has been seen between employee
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happiness, training, and performance evaluation. This is also advantageous, because
adjustments to performance and training will alter worker satisfaction. Likewise, there is
a moderately favorable correlation between employee performance and compensation and
allowances. Additionally, there is a significant, positive correlation (0.518 and 0.602,

respectively) between employee happiness and transfer and promotion.

4.4 Regression Analysis
The statistical method known as regression analysis is used to determine the connection
between two or more quantitative variables: an independent or explanatory variable (or
variables) that can be known, and a dependent variable whose value has to be predicted.
The method is applied to determine the equation from two or more independent variables
that predicts one variable.
The following model served as the study's guide when it implemented multiple
regression:
Y =Dbg + bixy + boxo + baxs + baxs+ €
Where,

Y = Employees Satisfaction

bo = Intercept of regression equation

b, = Coefficient of Work Culture

b, = Coefficient of Training and Performance appraisal

bs = Coefficient of Pay and Allowance

b, = Coefficient of Transfer and Promotion

e = Error term of the regression equation

Table 4.8

Model summary

Model R R Square Adjusted R Square  Std. Error of the Estimate
1 4912 .0.517 512 4.2154

Source: SPSS Analysis

The overall findings of the regression model, including the R-square, corrected R-square,
and standard error of estimate, are displayed in Table 4.8. The conclusion, as indicated by
the r value of 0.491, shows that management accounting methods had a jointly substantial

impact on employee satisfaction and the HR policy of the bank in Nepal. The independent
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variables accounted for 51.7% of the variable on employee satisfaction of Nepal's
commercial banks, according to the R-squared of 0.517. Other factors not included in the

model account for the remaining 48.3% of the change.

Table 4.9
ANOVA table

time Sum of Squares Df Mean Square F Sig.
Regression 7.428 4 1.857 6.305 .001°
Residual 7.363 25 295
Total 14.791 29

a. Dependent variable: Employees Satisfaction
b. Predictors: Work Culture, Training and Performance Appraisal, Pay and Allowance,
Transfer and Promotion

Source: SPSS Analysis

According to Table 4.9, the F statistic was 6.305. With a confidence level of 5%, the F-
statistic demonstrated significance. In this instance, the whole model has a significant
value of 0.001, which is less than 0.05, and all of the predictor variables work culture,
training and performance appraisal, pay and allowance, and transfer and promotion
explain variations in employee satisfaction.

Table 4.10

Coefficients table

Unstandardized Coefficients Standardized

Model Coefficients t Sig.
B Std. Error Beta

1 (Constant) 0.506 129 370  .018
Working Culture 112 .070 101 1.598 112
Training and Performance .246 .069 .256 3.571 .000
appraisal
Pay and allowance 240 .098 182 2.453 .015
Transfer and promotion 462 .068 514 6.743  .000

a. Dependent Variable: Employee Satisfaction

Source: SPSS Analysis
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The dependent variable, significance (p-value), and the t-values of each independent
variable are displayed in Table 4.10 along with the coefficient findings for the model
variables. Based on the aforementioned results, the study concluded that employee
satisfaction will be 0.506 for work culture, pay and allowance, training and performance
appraisal, transfer and promotion, and employee satisfaction. Work culture positively
affects employee satisfaction, but the relationship is not statistically significant (P-
value=0.112). In contrast, there is a considerable positive impact on employee satisfaction
from training and performance appraisals (B=0.246, P-value=0.000), as well as from pay
and allowance (B=0.240, P-value=0.015). Furthermore, there is a substantial positive
correlation between Transfer and Promotion and Employee Satisfaction (B=0.462, P-
value=0.000). With an R-squared of 0.416, the independent variables together account for
41.6% of the variation in employee satisfaction. However, after accounting for the
number of independent variables, the modified R-squared value of 0.404 indicates that
40.4% of the variation in employee satisfaction can be explained by the model. With a p-

value of 0.00 and an F-value of 36.628, the entire model is significant.

4.5 Discussion

The influence of HR practices and employee satisfaction in Nepalese banking businesses
are the main topics of this study. Research was conducted on five commercial banks in
Nepal: Global IME Bank Ltd., Rastriya Banijya Bank Ltd., Laxmi Sunrise Bank Ltd.,
Macchapuchhre Bank Ltd., and Prabhu Bank Ltd. The study focused solely on the fiscal
years 2022-2023. It was conducted based on the research objective to explore the
statement of question. Four independent variables work culture, training and performance
appraisal, pay and allowance, transfer and promotion as well as one dependent variable
are noted throughout the study. contentment among employees. | read through a number
of scholarly study papers written by various researchers before starting this one, but the
prior studies mostly focused on how an organization's functional systems affect employee
happiness. There was a gap or area for more research after studying earlier studies, hence
the focus of this thesis paper is to investigate the organization's present standing on

unstudied factors.

The correlation coefficient finding demonstrates that employee happiness and workplace
culture are positively correlated. The findings of Mondejar and Asio (2023), Cherif
(2022), Alsafadi and Altahat (2021), Obeidat, et al. (2019), and other studies support this
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conclusion, which is that workplace culture and employee happiness are positively
correlated. This result, however, defies the conclusions of Raisal and Ali (2020), Dziuba
et al. (2020), and Amah and Oyetunde (2019), which claim that employee satisfaction
remains unchanged in response to changes in work culture. The study also demonstrates a
favorable correlation between employee happiness, performance reviews, and training.
The outcome is consistent with earlier research on the banking industry conducted by
Lama (2023), Ayofe et al. (2021), and Russo et al. (2021). Our results were, however, in
conflict with those of Cherif (2022), Alsafadi and Altahat (2021), Obeidat, et al. (2019).
Likewise, there exists a favorable correlation between employees' contentment and their
compensation and allowances. This outcome is in line with the findings of Dziuba et al.
(2020) and Raisal and Ali (2020), who found that higher compensation and benefits boost
employee satisfaction. This outcome differs from that of Ayofe et al. (2021) and
Mondejar and Asio (2023). Additionally, a favorable association between employee
happiness and promotions and transfers is indicated by the Pearson correlation coefficient
finding. This outcome is in line with Amah and Oyetunde's (2019) findings. This result is
similar to the findings of Cherif (2022), Alsafadi and Altahat (2021), but it contradicts the
findings of Mondejar and Asio (2023), Dziuba et al. (2020). Whittle (2002), Deal and
Kennedy (2010), Buono and Bowditch (2006), and Russo et al. (2021) found that work
culture has a positive but non-significant effect on employee satisfaction. On the other
side, employee satisfaction is strongly favorably impacted by training and performance
reviews. This results is consistent with those of Cherif (2022), Raisal and Ali (2020), and
other researchers who found that pay and allowances significantly increase employee
satisfaction. This outcome is connected to Amah and Oyetunde's (2019) outcome. As to
Ayofe et al. (2021), Transfer and Promotion also have a noteworthy beneficial impact on
Employee Satisfaction. This contradicts the findings of Alsafadi and Altahat (2021),
Obeidat et al. (2019), and Amah and Oyetunde (2019). With an F-value of 36.628 and a
p-value of 0.00, the model is significant and indicates that employee satisfaction is
impacted. Similar conclusions were reached by Ayofe et al. (2021) and Russo et al.

(2021) indicating that HR initiatives improve employee satisfaction.
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CHAPTER-V
SUMMARY AND CONCLUSION

5.1 Summary

The purpose of this research was to examine the relationship between HR practices and
employee satisfaction in Nepalese commercial banks and to determine empirically if
HRM has a significant influence on the development of Nepalese banks and financial
institutions. A survey instrument that was questionnaire-based was utilized to determine
how HR practices affected the organizations that measure employee happiness. For the
purpose of the survey, representative banks from Global IME Bank Ltd, Rastriya Banijya
Bank Ltd, Laxmi Sunrise Bank Ltd, Macchapuchhre Bank Ltd, and Prabhu Bank Ltd

were contacted.

With standardized survey questionnaires that included both open-ended and closed-ended
questions, data were gathered from a chosen representative sample of the concerned bank
branches. The necessary information was gathered from the internet, case studies,
journals, and publications. 400 respondents were chosen, the researcher discovered, in
order to examine the impact of HRM in Nepalese commercial banks. This investigation
also revealed that one independent variable had no significant link at all with the
dependent variable, and that there is a strong relationship between the dependent and
independent variables. when the study's independent and dependent variables have a
positive connection. It may be inferred from the overall data presentation, analysis, and
major discoveries of this study that employee happiness and human resource management

have a positive relationship in a sample of Nepalese commercial banks.

In the end, the study concludes that it is possible to state that there are beneficial impacts
of human resource management in a sample of Nepalese commercial banks based on the
overall data presentation, analysis, and major conclusions of this research. This study
shows that the independent factors account for approximately 41.6% of variability in the
dependent variable, employee happiness, despite the fact that it only examines one facet
of human resource management—namely, employee satisfaction. The effect of other
factors not included in the research is responsible for the remaining variances in the

dependent variable.
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5.2 Conclusions

Employee satisfaction was shown to be favorably correlated with work culture, training
and performance evaluation, compensation and allowance, transfer and promotion, and
HRM's influence on employee satisfaction in Nepal's commercial bank. The study
discovered that workers frequently experience insecurity throughout HR procedures and
deal with adjustments to their pay, work environment, and output. To avoid negative
effects on workers, the organization should manage leadership changes, handle cultural
differences, notify major changes to the workforce, and offer assistance throughout
transitions. To guarantee employees' comprehension and safety, it is important to
communicate with them and provide clear objectives. It's important to share how

decisions made about HR procedures affect specific employees.

The study's conclusions about the effect of HRM on worker happiness in Nepal's
commercial banks show that elements like salary and benefits, performance reviews and
training, transfers, and promotions all have a major beneficial influence on worker
satisfaction. The study could not discover any appreciable relationship between work
culture and employee happiness in Nepal's commercial banks. Employees, however,
frequently go unnoticed throughout HRM and require assistance with insecurity, wage
fluctuations, and work environment modifications. The organization should manage
leadership changes, handle cultural differences, notify personnel of changes, and offer
assistance throughout transitions in order to minimize any negative effects on them. To
guarantee employees' comprehension and safety, it is important to communicate with
them and provide clear objectives. It's important to convey how decisions made on HR
procedures affect specific employees.

5.3 Implications

The study may have significant effects on the merging Nepalese commercial banks. Due
to the difficulty of maintaining and retaining employees in a competitive climate,
commercial banks have been merging with one another in order to thrive in the market.
Consumers anticipate even greater results from these commercial banks following a
merger since they are aware of what they need and desire from these kinds of
organizations. This could be as a result of the study's reduced sample size.
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The study is beneficial to readers who are not professionals as well since it does not rely
on complex models to assess the effects of HR practices. Likewise, this study might be
useful to students doing comparable research in order to comprehend the relationship
between HRM in the banking business and employee satisfaction in Nepalese commercial
banks.

Additionally, the study may be used as a reference for academics, financial institutions,
and students to examine and assess the connections between worker happiness and pay,
worker satisfaction and motivation, and worker satisfaction and job security. This study
can be useful to researchers in understanding the impact of these variables on HRM
following HRM.

In a similar vein, future researchers can incorporate additional independent and dependent
variables to examine the relationship between HRM and employee satisfaction in relation
to other aspects of HRM as a whole and how HR practice affects those aspects, which are
not covered in this study. Finally, the study serves as a foundation for future research in
the case of effects of human resource management on employee satisfaction with respect
to employee satisfaction. Commercial banks in Nepal can significantly improve their HR
practices and employee satisfaction by implementing these practices and focusing on the
aforementioned aspects, which will result in a more motivated, productive, and loyal

workforce.
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APPENDIX

Dear Respondent,

The questionnaire is designed to collect the information regarding Human Resources
Practices and Employees Satisfaction of Commercial Bank in Nepal. Your information
will be used for academic purpose to meet the partial fulfillment of the requirement for
the Master’s Degree in Business Studies (MBS) from Central Department of
Management, Tribhuvan University.

Thanking You.

Please fill in the Questionnaire by ticking (\) anyone box.

Name (Optional):

Bank name:

Branch Name:

Sex: Male |:| Female |:|

Qualification: 10+2 Bachelors Masters & Above

Please tick mark in the appropriate box as per following schemes.
1 =Strong Disagree, 2 =Disagree, 3 = Neutral, 4 = Agree, 5 = Strong Agree.

Questions 112|345

1. Work Culture

1.1 Employees work scheduling is as of their flexibility

1.2 Feel flexible in performing the work

1.3 Organization management is open towards suggestions

2. Training and Performance Appraisal

2.1 The banks is providing equally training opportunity

2.2 Also provide effective learning environment

2.3 Management equally rewards for work efficiency

3. Pay and Allowance

3.1 My salary matches my abilities and contributions

3.2 Bank management equally rewards work efficiency

3.3 The bank is providing more non-monetary benefits.
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4. Transfer and Promotion

4.1 Base on law and rotational transfer system

4.2 Indiscriminate Promotion opportunity

4.3Employees transfer and promotion base on their

Performance.

5. Employee Satisfaction

5.1 Commitment of organization on your job security

5.2 Company long term growth and development

5.3 Learning environment for employee to grow

Your suggestions for making employees satisfied:

Thank you.
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