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Abstract 

This paper examines the nexus between the work environment and the retention of employees 

in the banking sector of Nepal. The study is based on a primary survey of private commercial 

and development banks of Pokhara Valley. The impact of the work environment on the 

retention of employees in the banking sector was examined using a descriptive and 

explanatory research approach. The researcher selected 211 employees randomly who were 

involved for the last three years in the banking sector. The structured questionnaires were 

administered to collect data related to the work environment and retention of employees. The 

study has identified several factors, including teamwork, flexibility, pressure, supportive 

executives, and a friendly environment, significantly correlated with employee retention in 

the banking sector. The linear regression analysis found a significant impact of teamwork, 

flexibility, pressure, supportive executives, and a friendly environment on employee 

retention. Financial and non-financial incentives such as competitive pay and benefits, a 

friendly and inclusive workplace culture, learning and development opportunities, promotion 

opportunities, and work-life balance can create a healthy workplace environment and aid in 

employee retention. The management executives should pay adequate attention to retaining 

and building a committed workforce through a good working environment in Nepalese 

private commercial and development banks.  
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1. Introduction 

Financial institutions are the most important institutions for developing an economic growth 

of a nation (Patrick, 1966). One of the critical institutions in the economy's financial sector is 

the bank (Leung, 2009). The banking sector is an engine of economic growth (Schumpeter, 

1934). Financial institutions and economic growth have a long-standing relationship (Appiah 

et al., 2022; Dhungana, 2014; Liang & Reichert, 2012). Performance in the banking industry 

directly impacts the nation's economy (Lekić et al., 2020). 
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The performance and viability of modern businesses are increasingly dependent on effective 

human resource management (Hernita et al., 2021; Stahl et al., 2020). Commercial banks 

perform better due to the influence of work satisfaction, perceived employee fairness, and 

organizational commitment (Gyawali, 2017; Iqbal & Ahmad, 2016; P. Silva et al., 2022). 

Total work satisfaction greatly depends on how happy bank employees are with their 

compensation (Lekić et al., 2020). 

The level of organizational commitment among employees affects banks' profitability (Lytle 

& Timmerman, 2006). Service delivery quality is greatly influenced by employee 

commitment to their organizations and job satisfaction (Ahmad & Raja, 2021; Malhotra & 

Mukherjee, 2004). Work-life balance and perceived organizational support impact 

employees' commitment levels (McCarthy et al., 2013; Sheikh, 2022), but organizational 

commitment suffers from work overload (Abdulaziz et al., 2022; Tang & Vandenberghe, 

2020). 

Various commercial banks are operating in Nepal, which Nepal Rastra Bank regulates. The 

banking sector includes commercial banks (A-class financial institutions), development banks 

(B-class), finance companies (C-class), microfinance institutions (D-class) and infrastructure 

banks. There are 22 commercial banks, 17 development banks, 17 finance companies, 64 

microfinance institutions, and one infrastructure development bank in Nepal (NRB, 2023). 

Nepal Rastra Bank regulates all these institutions and plays a significant role in developing 

the Nepalese economy. 

Many problems with the working environment and employee retention affect the banking 

industry in Nepal. The most pressing issue is employee retention, particularly in the Nepalese 

banking industry (Chalise, 2019). Due to issues including competitive pay, work-related 

stress, long hours, and a highly competitive workplace, the banking sector faces a high 

employee turnover rate. Inadequate pay, low employee engagement, a heavy workload, little 

prospects for professional advancement, and a lack of work-life balance are key problems of 

employees in the banking sector of Nepal.  

2. Literature Review 

A favourable work environment may boost employee retention rates (Lin & Huang, 2020; 

Toropova et al., 2021). Employees who feel appreciated, supported, and invested in their 

work are said to work in a pleasant atmosphere (Aydogdu & Asikgil, 2011; Chillakuri & 

Vanka, 2020; Wayne et al., 2006). The job embeddedness theory, social exchange theory, 

equity theory, expectation theory, and organizational support theory are helpful in explaining 

the work environment and retention of employees (Aselage & Eisenberger, 2003; Karatepe & 

Ngeche, 2012; Ramlall, 2004). 

As per the job embeddedness theory, when workers feel a sense of integration into their 

workplace, they are more likely to stay in their positions (Huning et al., 2020; Tanova & 

Holtom, 2008). Even if they obtain better offers elsewhere, employees who feel a sense of 

belonging to their co-workers, work, and organization are less likely to leave their positions 

(Liu et al., 2022; Pearce, 1993). According to the social exchange theory, a critical factor in 

predicting employee retention is the nature of the relationship between the employee and the 

employer (Chernyak-Hai & Rabenu, 2018; Cropanzano & Mitchell, 2005). Employees feel 
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obligated to stay with an organization when their employers treat them well and offer them 

ideal working conditions (Aselage & Eisenberger, 2003; Meira & Hancer, 2021). 

Equity theory explains that workers are encouraged to stick with a company when they 

believe they are being treated equitably compared to their co-workers (Greenberg, 1990; 

Pritchard, 1969). Workers who believe they receive unfair or uneven treatment are likelier to 

quit (Malik & Singh, 2020). According to the expectation theory, workers can stick with a 

company more if they feel that their efforts will be rewarded with favourable outcomes, such 

as promotions, salary raises, and recognition (Akgunduz et al., 2020; Locke, 1970; Ramlall, 

2004). As per the organizational support theory, when employees feel that their employer 

values their contributions and is concerned about their welfare, they are more likely to stay 

with the company (Aselage & Eisenberger, 2003; Kurtessis et al., 2017). 

Teamwork is influenced mainly by employees' effective use and involvement in decision-

making (Nielsen & Randall, 2012; Shadur et al., 1999). Teamwork and employee retention 

are positively associated in the banking sector (Hunjra et al., 2010). Job satisfaction and 

factors including reward, compensation, job security, prospects for promotion, and excellent 

interactions with co-workers are positively correlated and connected (Bhardwaj et al., 2021; 

Linz & Semykina, 2012). Employee turnover intentions are negatively impacted by job 

satisfaction, whereas job performance is positively impacted (Lin & Huang, 2020). 

Workplace flexibility and employee retention are strongly correlated (De Winne et al., 2019; 

Mansor & Idris, 2015). Through work-life balance initiatives, employers can use flexible 

work arrangements to lower turnover and support employee development (Bontrager et al., 

2021; Chalise, 2019). Work design factors influence employees' ability to balance work and 

family obligations, but work-family conflict and intention to leave the company are most 

influenced by human resources incentives (Batt & Valcour, 2003). Career opportunities, 

work-life policies, and employee retention correlate significantly positively (Chalise, 2019; 

Kar & Misra, 2013). 

The leading causes of stress are low income, workplace inequality, excessive work, a staffing 

shortage, a lack of opportunities for promotion and recognition, time constraints, job security, 

and management assistance (Mosadeghrad et al., 2011). Employee stress and turnover 

intentions have always been crucial for managers (Lu et al., 2017). Workload and workplace 

stressors positively correlate with employee turnover intentions (Qureshi et al., 2013). 

Employee work-life quality and intention to leave the company strongly correlate with job 

stress (Mosadeghrad et al., 2011). 

There is a positive relationship between a supportive work environment and employee 

retention (Jolly et al., 2021; Kundu & Lata, 2017). The retention of employees is directly and 

favourably correlated with a supportive work environment (Yusliza et al., 2020). The 

stimulation and appreciation of employees have a significant positive impact on their ability 

to stay on the job (Kyndt et al., 2009). Employee retention is impacted by the economic, 

psychological, affiliation, and self-actualization variables (Kurdi et al., 2020). 

Bank employees in the public sector found significantly higher levels of job satisfaction than 

their counterparts in the private sector, although private-sector bank employees have 
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substantially higher levels of satisfaction with their pay, benefits, and opportunities for 

advancement (Saks et al., 2021; Shrivastava & Purang, 2009). Employees of banks are 

required to meet deadlines, follow strict business procedures, and provide excellent results 

(Ahmad et al., 2022). Retention rates can be increased, and turnover can be decreased by 

fostering a supportive and valued workplace culture. 

Materials and Methods 

This study examines the nexus between the work environment and the retention of employees 

in the banking sector of Nepal. The impact of the work environment on the retention of 

employees in the banking sector was examined using a descriptive and explanatory research 

approach. The study is based on a primary survey limited to private commercial and 

development banks of Pokhara Valley. The researcher selected 211 employees randomly who 

have been involved in the banking sector for the last three and more years. The structured 

questionnaires were administered to collect data related to the work environment and 

retention of employees. Descriptive statistics, correlation and regression analysis, were used 

to identify the nexus between the work environment and the retention of employees. The 

fundamental limitations of this study are the lack of a control group, a small sample size, and 

limited geographic coverage. 

The following hypotheses have been used to examine the nexus between the work 

environment and the retention of employees in the banking sector of Nepal:  

  : There is a significant impact of teamwork on employee retention in the banking sector. 

  : The flexibility of work has a significant impact on employee retention in the banking 

sector. 

  : There is a significant impact of pressure at work on employee retention in the banking 

sector. 

  : There is a significant impact of supportive executives on employee retention in the 

banking sector. 

  : There is a significant impact of a friendly environment on employee retention in the 

banking sector. 

4. Results and Discussion 

4.1 Demographic Profile of Respondents 

The demographic profile of respondents includes gender, age, education, marital status, 

working experiences, and designation. The demographic profile of the respondents is shown 

in Table 1. 

Table 1 

Demographic profile of the respondents 

Factors Demographic variables Frequency Percentage 

Gender 

Male 

Female 

103 

108 

48.8 

51.2 

Age 

Below 25 years 37 17.5  

25- 45 years 154 73.0  
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45 years above 20 9.5  

Education 

Up to intermediate 
12 5.7 

Bachelor  
86 40.8 

Master  113 53.5 

Marital status 

Married 

Unmarried 

Separate 

115 

91 

5 

54.5 

43.1 

2.4 

Working 

experiences 

Less than five years 

Five to ten years 

147 

44 

69.7 

20.8 

More than ten years 
20 9.5 

Designation 

Manager 

Officer 

Non-officer 

19 

129 

63 

9.0 

61.1 

29.9 

 Total 211 100 

Source: Calculation based on the survey, 2022. 

Table 1 shows that the majority of the respondent's household heads are female (75.3%), 

aged between 31 to 50 years (58.0%%), have education up to intermediate level (66.0%), 

more than five years of involvement in MFIs (56.7%), and involved in microbusiness 

occupation (61.3%). Most respondents are married (82.0%) and have two children (50.0%). 

4.2 Perceived Impact of Work Environment and Retention of Employees  

Table 2 

Correlation Analysis Among the Variables 

Variables  Teamwork 

Flexibility at 

work 

Pressure at 

work 

Supportive 

executives 

Friendly 

environment 

Retention of 

employees  

Teamwork 1 

       

Flexibility at 

work 
.561

**
 1      

Pressure at 

work 
.326

**
 .322

**
 1     

Supportive 

executives 
.452

**
 .438

**
 .360

**
 1    

Friendly 

environment 
.435

**
 .467

**
 .362

**
 .530

**
 1   

Retention of 

employees .640
**

 .482
**

 .376
**

 .513
**

 .520
**

 1  
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Source: Calculation based on the survey, 2022. 

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

The correlation analysis shows that all the variables—teamwork, flexibility at work, pressure 

at work, supportive executives, and friendly environment are significantly correlated at a 0.01 

level of significance with the retention of employees. The work environment substantially 

influences employee retention (Serengeti & Obwogi, 2015; Yusliza et al., 2020). 

Regression Model 

The multiple linear regression model for the nexus between work environment and retention 

of employees correlates with teamwork, flexibility at work, pressure at work, supportive 

executives, and a friendly environment. The multiple linear regression model for the nexus 

between work environment and retention of employees is given by: 

Y=    +       +      +       +      +       + ϵ 

   = 0.684 + 0.473    + 0.366    - 0.184    + 0.255    + 0.380    + ϵ 

The dependent variable is Y as the retention of employees, and the independent variables are 

  ,   ,   ,   , and   , i.e., teamwork, flexibility, pressure, supportive executives, and a 

friendly environment. Similarly,       ,   ,   ,   , and    are key parameters of a regression 

model. 

The study reveals an R square value of 0.637, indicating that 63.7% of the variation in the 

retention of employees is explained by the variation in all the independent variables. The 

tolerance and variance inflation factor (VIF) was calculated to assess the regression model's 

presence and degree of multicollinearity. All the assumptions of linearity and normality were 

checked and validated.  

Table 3 

Linear regression of retention of employees 

Description Beta T-value P-value VIF 

(Constant) 0.684 4.628 0.002 - 

Teamwork 

Flexibility at work 

Pressure at work 

Supportive executives 

Friendly environment 

.473 

.366 

-.184 

.255 

.380 

3.325 

1.427 

-1.518 

3.802 

3.765 

0.000 

0.001 

0.036 

0.001 

0.023 

1.835 

1.950 

1.184 

3.712 

1.617 

R-square: 0.637 Adjusted R-square: 0.619 F-value: 

34.28 

P-value: 

0.000 

Source: Calculation based on the survey, 2022. 

  : There is a significant impact of teamwork on employee retention in the banking sector. 

The model's linear regression shows a significant impact of teamwork on employee retention 

in the banking sector at a 0.01 significance level. The study finds that retention of employees 
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is significantly correlated with team effectiveness (Němečková, 2017; Upadhyay et al., 

2020).     

  : Flexibility at work has a significant impact on employee retention in the banking sector. 

The linear regression of the model shows that flexibility at work impact employee retention 

in the banking sector at a 0.05 level of significance. This study finds that flexibility at work 

positively affects employee retention (Han, 2022; Mansor & Idris, 2015). 

  : There is a significant impact of pressure at work on employee retention in the banking 

sector. 

The linear regression of the model shows that the pressure at work significantly impacts 

employee retention in the banking sector at a 0.05 level of significance. This study finds the 

positive contribution of appreciation to employee retention (Ashraf & Siddiqui, 2020; Kyndt 

et al., 2009). 

  : There is a significant impact of supportive executives on employee retention in the 

banking sector. 

The linear regression of the model shows that supportive executives significantly impact 

employee retention in the banking sector at a 0.05 level of significance. The study finds that 

employee retention is influenced considerably by a supportive work environment (Kundu & 

Lata, 2017; Qadri et al., 2022; Yusliza et al., 2020). 

  : There is a significant impact of a friendly environment on employee retention in the 

banking sector. 

The linear regression of the model shows that the friendly environment significantly impacts 

employee retention in the banking sector at a 0.01 level of significance. The study finds that a 

friendly working environment helps to retain employees (Kurdi et al., 2020; Silva et al., 

2019). 

5. Conclusion and Suggestions 

The banking industry's most difficult challenge is employee retention. A healthy work 

environment results from increased job satisfaction, improved employee engagement, and 

higher retention rates. A bad work environment, on the other hand, might result in high staff 

turnover rates and low morale. The study finds teamwork, flexibility at work, pressure at 

work, supportive executives, and a friendly environment are significantly correlated with the 

retention of employees. The linear regression of the model shows a significant impact of 

teamwork, flexibility at work, pressure at work, supportive executives, and a friendly 

environment on employee retention in the banking sector. Financial and non-financial 

incentives such as competitive pay and benefits, friendly and inclusive workplace culture, 

learning and development opportunities, promotion, and work-life balance can create a 

healthy workplace environment and aid in employee retention in the banking sector. The 

management executives should pay adequate attention to retaining and building a committed 

workforce through a good working environment in private commercial and development 

banks. 

 

 



Nexus Between Work Environment and Retention of Employees in the Banking Sector of Nepal 

 
Section: Research Paper 

 

11778 
Eur. Chem. Bull. 2023,12(Special Issue 4),11771-11783 

Additional Information and Declaration 

Acknowledgement: I would like to express our sincere gratitude to the Editorial Board and 

anonymous referees for their thoughtful recommendations and input, which helped us 

improve the paper's content. 

Conflict of Interest: There was no conflict of interest while preparing this article. 

Funding: The author received no funding for this work. 

Declaration: This research is original and follows the research ethics and norms. 

References 

Abdulaziz, A., Bashir, M., & Alfalih, A. A. (2022). The impact of work-life balance and 

work overload on teacher's organizational commitment: Do Job Engagement and 

Perceived Organizational support matter? Education and Information Technologies, 

27(7), 9641–9663. https://doi.org/10.1007/s10639-022-11013-8 

Ahmad, M. R., & Raja, R. (2021). Employee Job Satisfaction and Business Performance: The 

Mediating Role of Organizational Commitment. Vision, 25(2), 168–179. 

https://doi.org/10.1177/0972262920985949 

Ahmad, N., Ullah, Z., AlDhaen, E., Han, H., & Scholz, M. (2022). A CSR perspective to 

foster employee creativity in the banking sector: The role of work engagement and 

psychological safety. Journal of Retailing and Consumer Services, 67, 102968. 

https://doi.org/10.1016/j.jretconser.2022.102968 

Akgunduz, Y., Adan Gök, Ö., & Alkan, C. (2020). The effects of rewards and proactive 

personality on turnover intentions and meaning of work in hotel businesses. Tourism 

and Hospitality Research, 20(2), 170–183. 

https://doi.org/10.1177/1467358419841097 

Appiah, M., Gyamfi, B. A., Adebayo, T. S., & Bekun, F. V. (2022). Do financial 

development, foreign direct investment, and economic growth enhance industrial 

development? Fresh evidence from Sub-Sahara African countries. Portuguese 

Economic Journal. https://doi.org/10.1007/s10258-022-00207-0 

Aselage, J., & Eisenberger, R. (2003). Perceived organizational support and psychological 

contracts: A theoretical integration. Journal of Organizational Behavior, 24(5), 491–

509. https://doi.org/10.1002/job.211 

Ashraf, T., & Siddiqui, D. A. (2020). The Impact of Employee Engagement on Employee 

Retention: The Role of Psychological Capital, Control at Work, General Well-Being, 

and Job Satisfaction (SSRN Scholarly Paper No. 3683155). 

https://doi.org/10.2139/ssrn.3683155 

Aydogdu, S., & Asikgil, B. (2011). An Empirical Study of the Relationship Among Job 

Satisfaction, Organizational Commitment and Turnover Intention. International 

Review of Management and Marketing, 1(3), Article 3. 

Batt, R., & Valcour, P. M. (2003). Human Resources Practices as Predictors of Work-Family 

Outcomes and Employee Turnover. Industrial Relations: A Journal of Economy and 

Society, 42(2), 189–220. https://doi.org/10.1111/1468-232X.00287 



Nexus Between Work Environment and Retention of Employees in the Banking Sector of Nepal 

 
Section: Research Paper 

 

11779 
Eur. Chem. Bull. 2023,12(Special Issue 4),11771-11783 

Bhardwaj, A., Mishra, S., & Kumar Jain, T. (2021). An analysis to understand the job 

satisfaction of employees in the banking industry. Materials Today: Proceedings, 37, 

170–174. https://doi.org/10.1016/j.matpr.2020.04.783 

Bontrager, M., Clinton, M. S., & Tyner, L. (2021). Flexible Work Arrangements: A Human 

Resource Development Tool to Reduce Turnover. Advances in Developing Human 

Resources, 23(2), 124–141. https://doi.org/10.1177/1523422320982930 

Chalise, D. R. (2019). Employee Retention in Nepalese Commercial Banks. Management 

Dynamics, 22(1), Article 1. https://doi.org/10.3126/md.v22i1.30243 

Chernyak-Hai, L., & Rabenu, E. (2018). The New Era Workplace Relationships: Is Social 

Exchange Theory Still Relevant? Industrial and Organizational Psychology, 11(3), 

456–481. https://doi.org/10.1017/iop.2018.5 

Chillakuri, B., & Vanka, S. (2020). Understanding the effects of perceived organizational 

support and high-performance work systems on health harm through sustainable 

HRM lens: A moderated mediated examination. Employee Relations: The 

International Journal, 44(3), 629–649. https://doi.org/10.1108/ER-01-2019-0046 

Cropanzano, R., & Mitchell, M. S. (2005). Social Exchange Theory: An Interdisciplinary 

Review. Journal of Management, 31(6), 874–900. 

https://doi.org/10.1177/0149206305279602 

De Winne, S., Marescaux, E., Sels, L., Van Beveren, I., & Vanormelingen, S. (2019). The 

impact of employee turnover and turnover volatility on labor productivity: A flexible 

non-linear approach. The International Journal of Human Resource Management, 

30(21), 3049–3079. https://doi.org/10.1080/09585192.2018.1449129 

Dhungana, B. R. (2014). Does Financial Institution Support for Economic Growth? A Case 

of Nepal. Economic Literature, 12, 56–68. https://doi.org/10.3126/el.v12i0.14888 

Greenberg, J. (1990). Organizational Justice: Yesterday, Today, and Tomorrow. Journal of 

Management, 16(2), 399–432. https://doi.org/10.1177/014920639001600208 

Gyawali, A. (2017). Impact of Employee Participation on Job Satisfaction, Employee 

Fairness Perception and Organizational Commitment: A Case of Nepalese 

Commercial Banks. Saptagandaki Journal, 8, 1–13. 

https://doi.org/10.3126/sj.v8i0.18457 

Han, J. W. (2022). A contextual study of employee turnover intention in Vietnam F&B 

service sector: An integrative perspective. Journal of Advances in Management 

Research, 20(1), 35–54. https://doi.org/10.1108/JAMR-04-2022-0079 

Hernita, H., Surya, B., Perwira, I., Abubakar, H., & Idris, M. (2021). Economic Business 

Sustainability and Strengthening Human Resource Capacity Based on Increasing the 

Productivity of Small and Medium Enterprises (SMEs) in Makassar City, Indonesia. 

Sustainability, 13(6), Article 6. https://doi.org/10.3390/su13063177 

Huning, T. M., Hurt, K. J., & Frieder, R. E. (2020). The effect of servant leadership, 

perceived organizational support, job satisfaction and job embeddedness on turnover 

intentions: An empirical investigation. Evidence-Based HRM: A Global Forum for 

Empirical Scholarship, 8(2), 177–194. https://doi.org/10.1108/EBHRM-06-2019-

0049 



Nexus Between Work Environment and Retention of Employees in the Banking Sector of Nepal 

 
Section: Research Paper 

 

11780 
Eur. Chem. Bull. 2023,12(Special Issue 4),11771-11783 

Hunjra, A. I., Chani, D., Irfan, M., Aslam, S., Azam, M., & Rehman, K. U. (2010). Factors 

affecting job satisfaction of employees in the Pakistani banking sector. African 

Journal of Business Management, 4(10), 2157–2163. 

Iqbal, Q., & Ahmad, B. (2016). Organizational justice, trust and organizational commitment 

in the banking sector of Pakistan. Journal of Applied Economics and Business, 4(1), 

26–43. 

Jolly, P. M., Gordon, S. E., & Self, T. T. (2021). Family-supportive supervisor behaviors and 

employee turnover intention in the foodservice industry: Does gender matter? 

International Journal of Contemporary Hospitality Management, 34(3), 1084–1105. 

https://doi.org/10.1108/IJCHM-02-2021-0280 

Kar, S., & Misra, K. C. (2013). Nexus between work-life balance practices and employee 

retention-The mediating effect of a supportive culture. Asian Social Science, 9(11), 

63. 

Karatepe, O. M., & Ngeche, R. N. (2012). Does Job Embeddedness Mediate the Effect of 

Work Engagement on Job Outcomes? A Study of Hotel Employees in Cameroon. 

Journal of Hospitality Marketing & Management, 21(4), 440–461. 

https://doi.org/10.1080/19368623.2012.626730 

Kundu, S. C., & Lata, K. (2017). Effects of supportive work environment on employee 

retention: Mediating role of organizational engagement. International Journal of 

Organizational Analysis, 25(4), 703–722. https://doi.org/10.1108/IJOA-12-2016-1100 

Kurdi, B., Alshurideh, M., & Afaishat, T. (2020). Employee retention and organizational 

performance: Evidence from the banking industry. Management Science Letters, 

10(16), 3981–3990. 

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C. S. 

(2017). Perceived Organizational Support: A Meta-Analytic Evaluation of 

Organizational Support Theory. Journal of Management, 43(6), 1854–1884. 

https://doi.org/10.1177/0149206315575554 

Kyndt, E., Dochy, F., Michielsen, M., & Moeyaert, B. (2009). Employee Retention: 

Organizational and Personal Perspectives. Vocations and Learning, 2(3), 195–215. 

https://doi.org/10.1007/s12186-009-9024-7 

Lekić, S., Vapa-Tankosić, J., Mandić, S., Rajaković-Mijailović, J., Lekić, N., & Mijailović, J. 

(2020). Analysis of the Quality of the Employee–Bank Relationship in Urban and 

Rural Areas. Sustainability, 12(13), Article 13. https://doi.org/10.3390/su12135448 

Leung, S. (2009). Banking and Financial Sector Reforms in Vietnam. ASEAN Economic 

Bulletin, 26(1), 44–57. 

Liang, H.-Y., & Reichert, A. K. (2012). The impact of banks and non-bank financial 

institutions on economic growth. The Service Industries Journal, 32(5), 699–717. 

https://doi.org/10.1080/02642069.2010.529437 

Lin, C.-Y., & Huang, C.-K. (2020). Employee turnover intentions and job performance from 

a planned change: The effects of an organizational learning culture and job 

satisfaction. International Journal of Manpower, 42(3), 409–423. 

https://doi.org/10.1108/IJM-08-2018-0281 



Nexus Between Work Environment and Retention of Employees in the Banking Sector of Nepal 

 
Section: Research Paper 

 

11781 
Eur. Chem. Bull. 2023,12(Special Issue 4),11771-11783 

Linz, S. J., & Semykina, A. (2012). What Makes Workers Happy? Anticipated Rewards and 

Job Satisfaction. Industrial Relations: A Journal of Economy and Society, 51(4), 811–

844. https://doi.org/10.1111/j.1468-232X.2012.00702.x 

Liu, Y., Xu, N., Yuan, Q., Liu, Z., & Tian, Z. (2022). The Relationship Between Feedback 

Quality, Perceived Organizational Support, and Sense of Belongingness Among 

Conscientious Teleworkers. Frontiers in Psychology, 13, 806443. 

https://doi.org/10.3389/fpsyg.2022.806443 

Locke, E. A. (1970). Job satisfaction and job performance: A theoretical analysis. 

Organizational Behavior and Human Performance, 5(5), 484–500. 

https://doi.org/10.1016/0030-5073(70)90036-X 

Lu, Y., Hu, X.-M., Huang, X.-L., Zhuang, X.-D., Guo, P., Feng, L.-F., Hu, W., Chen, L., 

Zou, H., & Hao, Y.-T. (2017). The relationship between job satisfaction, work stress, 

work–family conflict, and turnover intention among physicians in Guangdong, China: 

A cross-sectional study. BMJ Open, 7(5), e014894. https://doi.org/10.1136/bmjopen-

2016-014894 

Lytle, R. S., & Timmerman, J. E. (2006). Service orientation and performance: An 

organizational perspective. Journal of Services Marketing, 20(2), 136–147. 

https://doi.org/10.1108/08876040610657066 

Malhotra, N., & Mukherjee, A. (2004). The relative influence of organizational commitment 

and job satisfaction on service quality of customer‐ contact employees in banking call 

centres. Journal of Services Marketing, 18(3), 162–174. 

https://doi.org/10.1108/08876040410536477 

Malik, A. R., & Singh, P. (2020). Outcomes of talent management: The role of perceived 

equity. Employee Relations: The International Journal, 44(2), 277–293. 

https://doi.org/10.1108/ER-04-2020-0153 

Mansor, M., & Idris, A. (2015). Employee retention in the Malaysian banking industry: Do 

flexible practices work? South African Journal of Business Management, 46(1), 1–9. 

https://doi.org/10.10520/EJC168470 

McCarthy, A., Cleveland, J. N., Hunter, S., Darcy, C., & Grady, G. (2013). Employee work–

life balance outcomes in Ireland: A multilevel investigation of supervisory support 

and perceived organizational support. The International Journal of Human Resource 

Management, 24(6), 1257–1276. https://doi.org/10.1080/09585192.2012.709189 

Meira, J. V. de S., & Hancer, M. (2021). Using the social exchange theory to explore the 

employee-organization relationship in the hospitality industry. International Journal 

of Contemporary Hospitality Management, 33(2), 670–692. 

https://doi.org/10.1108/IJCHM-06-2020-0538 

Mosadeghrad, A. M., Ferlie, E., & Rosenberg, D. (2011). A study of the relationship between 

job stress, quality of working life and turnover intention among hospital employees. 

Health Services Management Research, 24(4), 170–181. 

https://doi.org/10.1258/hsmr.2011.011009 

Msengeti, D. M., & Obwogi, J. (2015). Effects of Pay and Work Environment on Employee 

Retention: A Study of Hotel Industry in Mombasa County. 

https://ir.tum.ac.ke/handle/123456789/5132 



Nexus Between Work Environment and Retention of Employees in the Banking Sector of Nepal 

 
Section: Research Paper 

 

11782 
Eur. Chem. Bull. 2023,12(Special Issue 4),11771-11783 

Němečková, I. (2017). The role of benefits in employee motivation and retention in the 

financial sector of the Czech Republic. Economic Research-Ekonomska Istraživanja, 

30(1), 694–704. https://doi.org/10.1080/1331677X.2017.1314827 

Nielsen, K., & Randall, R. (2012). The importance of employee participation and perceptions 

of changes in procedures in a teamworking intervention. Work & Stress, 26(2), 91–

111. https://doi.org/10.1080/02678373.2012.682721 

Patrick, H. T. (1966). Financial Development and Economic Growth in Underdeveloped 

Countries. Economic Development and Cultural Change, 14(2), 174–189. 

https://doi.org/10.1086/450153 

Pearce, J. L. (1993). Toward an Organizational Behavior of Contract Laborers: Their 

Psychological Involvement and Effects on Employee Co-Workers. Academy of 

Management Journal, 36(5), 1082–1096. https://doi.org/10.5465/256646 

Pritchard, R. D. (1969). Equity theory: A review and critique. Organizational Behavior and 

Human Performance, 4(2), 176–211. https://doi.org/10.1016/0030-5073(69)90005-1 

Qadri, S. U., Bilal, M. A., Li, M., Ma, Z., Qadri, S., Ye, C., & Rauf, F. (2022). Work 

Environment as a Moderator Linking Green Human Resources Management 

Strategies with Turnover Intention of Millennials: A Study of Malaysian Hotel 

Industry. Sustainability, 14(12), Article 12. https://doi.org/10.3390/su14127401 

Qureshi, M. I., Iftikhar, M., Abbas, S. G., Hassan, U., Khan, K., & Zaman, K. (2013). 

Relationship between job stress, workload, environment and employees turnover 

intentions: What we know, what should we know. World Applied Sciences Journal, 

23(6), 764–770. 

Ramlall, S. (2004). A review of employee motivation theories and their implications for 

employee retention within organizations. Journal of American Academy of Business, 

5(1/2), 52–63. 

Saks, A. M., Gruman, J. A., & Zhang, Q. (2021). Organization engagement: A review and 

comparison to job engagement. Journal of Organizational Effectiveness: People and 

Performance, 9(1), 20–49. https://doi.org/10.1108/JOEPP-12-2020-0253 

Schumpeter, J. (1934). The theory of economic development Harvard University Press. 

Cambridge, MA. 

Shadur, M. A., Kienzle, R., & Rodwell, J. J. (1999). The Relationship between 

Organizational Climate and Employee Perceptions of Involvement: The Importance 

of Support. Group & Organization Management, 24(4), 479–503. 

https://doi.org/10.1177/1059601199244005 

Sheikh, A. M. (2022). Impact of perceived organizational support on organizational 

commitment of banking employees: Role of work-life balance. Journal of Asia 

Business Studies, 17(1), 79–99. https://doi.org/10.1108/JABS-02-2021-0071 

Shrivastava, A., & Purang, P. (2009). EMPLOYEE PERCEPTIONS OF JOB 

SATISFACTION: COMPARATIVE STUDY ON INDIAN BANKS. Asian Academy 

of Management Journal, 14(2). 

Silva, M. R. A., Carvalho, J. C. de A., & Dias, A. L. (2019). Determinants of Employee 

Retention: A Study of Reality in Brazil [Chapter]. Strategy and Superior Performance 

of Micro and Small Businesses in Volatile Economies; IGI Global. 

https://doi.org/10.4018/978-1-5225-7888-8.ch004 



Nexus Between Work Environment and Retention of Employees in the Banking Sector of Nepal 

 
Section: Research Paper 

 

11783 
Eur. Chem. Bull. 2023,12(Special Issue 4),11771-11783 

Silva, P., Moreira, A. C., & Mota, J. (2022). Employees' perception of corporate social 

responsibility and performance: The mediating roles of job satisfaction, organizational 

commitment and organizational trust. Journal of Strategy and Management, 16(1), 

92–111. https://doi.org/10.1108/JSMA-10-2021-0213 

Stahl, G. K., Brewster, C. J., Collings, D. G., & Hajro, A. (2020). Enhancing the role of 

human resource management in corporate sustainability and social responsibility: A 

multi-stakeholder, multidimensional approach to HRM. Human Resource 

Management Review, 30(3), 100708. https://doi.org/10.1016/j.hrmr.2019.100708 

Tang, W.-G., & Vandenberghe, C. (2020). The reciprocal relationship between affective 

organizational commitment and role overload: When autonomy needs satisfaction 

meets the individual self-concept. Journal of Occupational and Organizational 

Psychology, 93(2), 353–380. https://doi.org/10.1111/joop.12295 

Tanova, C., & Holtom, B. C. (2008). Using job embeddedness factors to explain voluntary 

turnover in four European countries. The International Journal of Human Resource 

Management, 19(9), 1553–1568. https://doi.org/10.1080/09585190802294820 

Toropova, A., Myrberg, E., & Johansson, S. (2021). Teacher job satisfaction: The importance 

of school working conditions and teacher characteristics. Educational Review, 73(1), 

71–97. https://doi.org/10.1080/00131911.2019.1705247 

Upadhyay, R. K., Ansari, K. R., & Bijalwan, P. (2020). Performance Appraisal and Team 

Effectiveness: A Moderated Mediation Model of Employee Retention and Employee 

Satisfaction. Vision, 24(4), 395–405. https://doi.org/10.1177/0972262919875542 

Wayne, J. H., Randel, A. E., & Stevens, J. (2006). The role of identity and work–family 

support in work–family enrichment and its work-related consequences. Journal of 

Vocational Behavior, 69(3), 445–461. https://doi.org/10.1016/j.jvb.2006.07.002 

Yusliza, M. Y., Noor Faezah, J., Ali, N., Mohamad Noor, N. M., Ramayah, T., Tanveer, M. 

I., & Fawehinmi, O. (2020). Effects of supportive work environment on employee 

retention: The mediating role of person–organization fit. Industrial and Commercial 

Training, 53(3), 201–216. https://doi.org/10.1108/ICT-12-2019-0111 

 


