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Human Resource Management Practices and Job 
Satisfaction: Evidence from Private Hospitals of 

Kathmandu Valley
Dilli Ram Bhandari1   , Dhruba Prasad Subedi2

Abstract
Purpose - The purpose of this study is to examine the relationship between 
human resource management practices and employee job satisfaction in 
private hospital of Kathmandu valley. When evaluating human resource 
management practices, the present paper takes in to account four relevant 
variables namely recruitment and selection; training and development; 
performance appraisal and compensation and benefits, and explores their 
link with job satisfaction of paramedic employees.  
Design/methodology/approach - In order to test the relationship between 
human resource management practices and employee satisfaction, 
the descriptive and causal-comparative research designs were used. 
The data were collected from 384 paramedic employees on structured 
questionnaire through e-mail, Facebook messenger and personal contact. 
The study applied convenience sampling technique to collect the data. 
Both descriptive and inferential statistical tools were used for data 
analysis.
Findings and Conclusion - This study revealed that all the four variables 
i.e. recruitment and selection; training and development; performance 
appraisal and compensation and benefits were the important predictors 
of job satisfaction. It was also found that compensation and benefits were 
more important for job satisfaction of the employees followed by training 
and development.  It delved into the HRM practices tailored to private 
hospitals in the Kathmandu valley, highlighting their impact on the 
job satisfaction of paramedic staff, a relatively underexplored group in 
healthcare research.
Practical implications- Effective Human Resource Management practices 
in private hospitals of the Kathmandu valley significantly impact the job 
satisfaction of paramedic employees, with profound practical implications. 
The implementation of effective HR practices can lead to higher quality 
patient care, increased operational efficiency, and a resilient workforce 
capable of effectively responding to healthcare challenges.
Originality/Value- This study provides new insights into the relationship 
between human resource management practices and employee job 
satisfaction in private hospital of Kathmandu valley. To the authors’ 
knowledge, it was the first conceptual model developed and tested 
specifically for paramedic employees in this context.
Keywords: Compensation, Paramedical staff, Performance appraisal, 
Recruitment, Training and development
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Abstract 

 
Purpose – This paper was intended to examine the effects of green HRM 
practices on organizational sustainability in Nepalese life insurance 
companies. The ongoing discourse on green HRM practice as a key 
organizational strategy for organizational sustainability has been paid 
attention of many researchers across the globe. 

Design/methodology/approach – In order to give a general overview of 
present scenario on implementation of green HRM practices and their 
connection to corporate sustainability, this research used a descriptive 
research design. For this, the study has gone through structured 
questionnaires to collect primary data from the sample of 190 officer-level 
employees across nine eldest life insurance companies in Nepal. 

Findings – This study found that Nepalese life insurance companies are in 
the early period of applying green HRM practices. However, the regression 
analysis demonstrated that emerging practices of green HRM has made 
significant positive contribution to organizational sustainability. The findings 
of this research depicted that sampled organizations have realized benefits 
of green HRM practices. This study concluded that the gap existed because 
of the lack of awareness towards handling the green issues in Nepalese 
context. 

Practical Implications – This study will be productive to make constructive 
decision for applying the approach of green HRM for long run existence 
of corporations. Yet, this paper has some uncovered areas of green HRM 
practices as to state best green HRM practices which contribute to achieve 
organizational sustainability in different backgrounds of emerging nations. 
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1. Introduction
Human resources (HR) play a pivotal role in 
driving organizational success by strategically 
managing talent, fostering a positive work 
environment, and aligning employee goals 
with the company’s objectives. Effective 
HR practices, such as recruitment, training, 
compensation and performance management, 
enhance employee engagement and 
productivity, which are critical for achieving 
business goals (Noe et al., 2021). Furthermore, 
the role of human resources is essential 
in shaping organizational culture and 
implementing policies that promote diversity 
and inclusion contributes to a more innovative 
and competitive workforce (Sivapragasam & 
Raya, 2022). The organizations with strong HR 
practices tend to outperform their competitors, 
demonstrating higher levels of employee 
satisfaction and financial performance 
(Locke et al., 2022). Therefore, the strategic 
involvement of HR in organizational planning 
and development is essential for long-term 
success.

Human resources encompass all personnel 
within an organization, ranging from 
upper management to subordinate levels. 
It involves the skills, attitudes, knowledge, 
and performance of employees (Basu, 2024). 
Human resource management (HRM) 
comprises all activities aimed to manage 
the workforce, including acquisition, 
development, utilization, and retention, 
with a focus on long-term sustainability 
and maximizing both individual and 
organizational effectiveness (Armstrong, 
2001). By aligning the interests of employees 
and the organization, HRM functions as a 
cohesive unit that views employees as assets 
contributing to the organization’s vitality. 
Whether in the private or public sector, HRM 
serves as a strategic framework for managing 
job relationships (Chukwuka, 2018). The 
role of HRM is important in tackling various 
challenges of the organization which requires 
strong support from management to achieve 
strategic objectives (Boxall, 2016). HRM 
continues to be instrumental in addressing 
diverse organizational challenges, relying on 
the backing of organizational management 

to align with the strategic goals of the 
company. HR professionals demonstrate 
a deep comprehension of the objectives of 
organization, skillfully translating them into 
practical HR strategies and initiatives (Ulrich, 
2007).

HRM plays a critical role in optimizing the 
performance of an organization’s workforce. 
By implementing effective HR practices, 
organizations can enhance efficiency, improve 
employee satisfaction, and boost engagement, 
leading to higher productivity and better 
outcomes (Albrecht, 2018). This involves 
maintaining open communication with 
employees and participating them in decision-
making processes, providing better reward 
and benefit packages and fostering their 
commitment and loyalty to the organization. 
HRM practices play a vital role in promoting 
employee satisfaction (Rao, 2010). This fosters 
a sense of dedication and accomplishment in 
fulfilling assigned tasks effectively, while also 
supporting activities beyond their specific job 
roles (Shaw & Gupta, 2015).

Human resource management practices 
encompass a range of plans, policies, programs 
and procedures that organizations implement 
to elevate the performance of employee (Coyle-
Shapiro et al., 2013). Recruitment serves as 
the initial stage in the employment process, 
aiming to appoint suitable candidates (Rao, 
2010). Subsequently, the selection process, 
which involves assessing applicants’ skills and 
aligning them with job requirements, follows 
(Jha & Bhattacharya, 2012). Nyangaresi et 
al., (2013) assert that in today’s era of rapid 
globalization and heightened competition, 
organizations must prioritize the selection of 
capable and skilled workforce for sustained 
growth and development.

Additionally, the efficacy of a state’s public 
justice delivery system relies heavily on 
appointing individuals possessing the 
requisite skills and competencies for 
their roles (Ashraf, 2017; Rehman, 2012). 
Organizational training and development 
initiatives are pivotal in improving employee 
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performance by nurturing positive behaviors 
and enhancing job-related knowledge, skills, 
and competencies (Bhartiya, 2015). Regarded 
as a conventional approach, training and 
development endeavors within organizations 
are customized to elevate employee 
performance (Ahmed, 2016). Organizations 
can fulfill their mission, objectives, and goals 
through the implementation of a robust 
performance appraisal system. These systems 
enable organizations to assess the effectiveness 
of their employees from various angles. 
Moreover, performance appraisal systems 
play a crucial role not only in improving 
performance but also in fostering skill and 
knowledge enrichment, as well as employee 
commitment (Jain & Garg, 2013).

Healthcare is one of the burgeoning sectors in 
Nepal, marked by both revenue growth and 
employment opportunities. However, hospitals 
are currently grappling with a severe shortage 
of human resources, presenting a multitude of 
challenges (Chaulagain & Khadka, 2012). Each 
healthcare professional is indispensable to the 
healthcare service delivery system. Effective 
human resource management practices are 
paramount for hospitals to maintain a high 
standard of healthcare delivery (Kabene et 
al., 2021). With medical technology advancing 
and the demand for more intricate patient 
care rising, healthcare organizations are 
in dire need of a skilled and experience 
workforce. By prioritizing the well-being 
and satisfaction of healthcare staff, hospitals 
can elevate both patient care standards and 
organizational performance (Kabene et al., 
2021). Effective HRM practices plays a pivotal 
role in the success of healthcare delivery 
systems worldwide. Hospitals encounter 
numerous HRM challenges, making effective 
management of human resources a primary 
concern for hospital administrators (Haris et 
al., 2017). HRM efforts contribute to fostering 
a positive organizational climate characterized 
by growth opportunities, equitable workload 
distribution, recognition, and positive 
relationships.

The significance of job satisfaction among 
healthcare employees is increasingly 

recognized as a crucial metric to incorporate 
quality improvement programs within the 
healthcare system (Chaulagain & Khadka, 
2012). This importance is particularly evident 
in the role of paramedical staff, who play a 
vital part in caring for individuals in distress. 
Often, they spend more time with patients 
than even the doctors themselves. Despite 
this pivotal role, many paramedical staff 
members may not be required to possess 
specific qualifications or training, yet they 
are entrusted with providing comforting 
care to patients. This situation is particularly 
prevalent in private hospitals and other 
unorganized sectors, prompting researchers 
to investigate the job satisfaction of these 
paramedical staff members. It’s true that job 
satisfaction among healthcare employees is a 
critical factor that influences various aspects 
of healthcare delivery. Visser et al. (2003) 
highlighted that job satisfaction is directly 
related with absence rates, human relations, 
productivity and performance of employees. 
Moreover, satisfied employees tend to be 
more productive, innovative, productive and 
dedicated to their organizations, as highlighted 
by Ho et al., (2009). This underscores the 
importance of fostering job satisfaction as a 
means to promote quality, effectiveness, and 
efficiency in healthcare, while also potentially 
mitigating healthcare costs. Therefore, 
this study aims to explore the status of 
HRM practices within private hospitals in 
Kathmandu valley and their influence on the 
job satisfaction of paramedical employees 
within these institutions. 

2. Literature Review and Hypotheses 
Development
Gupta and Shaw (2022) emphasized the 
key elements of HRM such as recruitment 
and selection, training and development, 
performance appraisal and compensation for 
the employee satisfaction. Supportive HRM 
practices tend to lead to higher levels of job 
satisfaction among employees (Sivapragasam 
& Raya, 2018), which is crucial for enhancing 
workplace performance (Chiaburu et al., 
2017). Presence and implementation of HR 
management practices enhance workplace 
clarity, which correlates positively with 
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employees’ job satisfaction (Butts et al., 2013). 
Well-executed recruitment process has a 
beneficial impact on employee engagement, 
performance, morale, productivity and job 
satisfaction (Patimah, 2015; Rafii & Andri, 
2015). Fair and systematic selection system 
and implementing fair and equitable pay 
structures based on individual contributions 
promotes job satisfaction among the 
employees (Makau et al., 2023). Human 
resources are crucial for organizations’ 
growth and achievement of objectives, and 
their effectiveness can be bolstered with the 
help of training and development program 
(Ntiamoah et al., 2014; Zehra, 2016). Incentive 
plays a significant role in fostering positive 
attitudes and behaviors among employees for 
enhancing organizational effectiveness (Shaw 
& Gupta, 2015). Besides compensation, other 
HR practices like selection, development, 
performance evaluation, and career 
development play a significant role in the 
satisfaction level of employees (Berber et al., 
2017). Alfes et al., (2023) applied the Social 
Exchange Theory to employ the conceptual 
model to explore how perceived HRM 
practices relate to employee job satisfaction. 
The study suggested that when employees 
feel they are treated fairly by an entity, they 
are inclined to reciprocate with favorable 
attitudes and actions towards the entity and 
job (Harris et al., 2018).
Training and development initiatives 
serve as fundamental pillars that enhance 
employees’ abilities, knowledge, professional 
skills, and capabilities, leading to improved 
performance characterized by efficiency 
and excellence which ultimately leads for 
job satisfaction (Khalid et al., 2014; Sattar 
et al., 2015). Sanger (2013) highlighted that 
factor like work motivation, job involvement, 
and performance appraisal are closely and 
immediately linked to employee satisfaction. 
Previous studies have consistently shown 
that human resource management practices 
are predictive of enhanced performance, 
motivation, and satisfaction levels among 
employees in the workplace, leading to 
positive outcomes (Abdirahman et al., 2018; 
Chukwuka & Nwakoby, 2018). Lama (2022) 
found the positive and significant relationship 
between recruitment and selection, training 

and development, compensation policy, and 
performance appraisal, and employee job 
satisfaction in Nepalese commercial banks.

2.1 Recruitment and Selection and Job 
Satisfaction
Recruitment and selection encompass 
two closely linked processes. Recruitment 
involves the methods used to attract suitable 
individuals to apply for positions within an 
organization, while selection is the process of 
choosing from a pool of applicants those who 
best meet the management objectives and 
legal requirements. According to Bratton and 
Gold (2012), recruitment and selection involve 
defining requirements, attracting candidates, 
and selecting the most suitable ones. These 
processes are crucial functions of HRM as 
they determine the caliber of talent that 
drives organizational goals and aspirations. 
They also reflect the organization’s needs and 
values through the individuals chosen for the 
roles. The organization’s strategy and vision 
serve as indicators of the recruitment efforts 
and are influenced by internal factors (Nel 
et al., 2008). For a competent HR manager, 
the ability to select suitable candidates who 
align with the organization’s goals is essential 
(Morques, 2007). A fair recruitment and 
selection framework could ensure a strong 
match between an individual’s skills and the 
organization’s needs, leading to greater job 
satisfaction among employees (Fernandez, 
1992). Katou and Budhwar (2007) found a 
clear link between recruitment and selection 
processes and various performance metrics, 
as well as employee satisfaction. Based on 
these premises, the following hypothesis was 
formulated.
H1: Recruitment and selection have positive and 
significant effect on employee job satisfaction.

2.2 Training and Development and Job 
Satisfaction
Training involves the structured refinement 
of behavior by absorbing relevant concepts, 
which stems from the outcomes of education, 
instruction, development, and organized 
experiences (Armstrong, 2001). Depending on 
the context, training can occur either on the job 
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or off the job as per the requirements. Koch and 
McGrath (1996) conducted a comprehensive 
study revealing that companies that 
implement systematic training programs for 
their employees are positioned to enjoy the 
advantages of a significantly more productive 
workforce. Armstrong’s findings (2001) 
indicate that training influences organizational 
commitment, employee knowledge, and self-
esteem within the organization. Similarly, 
Bartel (1994) discovered that investment 
in training enhances employee dedication, 
fosters trust, and improves performance. 
Overall, training and development policies 
enable employees to acquire the competencies 
to perform their jobs efficiently and effectively 
which ultimately leads for job satisfaction 
(Harrel & Tzafrir, 1999). Employees who 
possess professional competencies contribute 
their technical knowledge, expertise, and 
skills, which encompass learning, critical 
thinking, and communication (Litchfield et 
al., 2002). Research has shown that employees 
who effectively utilize their skills and abilities 
to fulfill their professional duties tend to 
exhibit higher job satisfaction (Renyut et al., 
2017; Yahyazadeh, 2012). Thus, drawing from 
these discussions, the following hypothesis 
was formulated.
H2: Training and development have positive and 
significant effect on employee job satisfaction.

2.3 Performance Appraisal and Job 
Satisfaction
Performance appraisal involves identifying, 
assessing, influencing, and fostering employee 
job performance within the organization. 
For the sustainable growth, companies 
should prioritize creating long-term value 
for their employees (Kochar et al., 2010). 
Roberts (2002) suggested that precise and 
dependable performance evaluations enable 
organizations to support and recognize their 
most skilled employees. A positive perception 
fosters a favorable work environment, 
while a negative one can impact company 
performance (Ahmed et al., 2011). Morrow 
(2011) emphasized the pivotal role of 
performance evaluation in organizational 
justice. Their study underscored the positive 
correlation between employees’ perception of 

the performance appraisal system and their 
satisfaction towards the job. Arif et al. (2011) 
demonstrated that the perceived fairness of 
performance appraisal impacts job satisfaction 
through the mediating role of organizational 
commitment. Building upon this, the study 
formulates the following hypotheses.
H3: Performance appraisal has positive and significant 
effects on employee job satisfaction.

2.4 Compensation and Befits and Job 
Satisfaction
Compensation represents the salary and 
benefits provided by the employer for the 
contribution made by them in the organization 
(Mondy & Robert, 1993). Consequently, 
fulfilling the compensation requirements set 
by the company can equitably address diverse 
employee needs. If the company disregards 
aligning compensation with employees’ work, 
it will fail to fulfill employee satisfaction. 
Conversely, when compensation aligns 
with both employee needs and the nature of 
their work, it can meet expectations, thereby 
enhancing employee job performance. Chen 
(2004) synthesized multiple research findings 
and suggested that employees consider their 
salary a significant aspect of their rewards, 
leading to various reactions towards behaviors 
and attitudes. In a similar vein, Chan (2010) 
highlighted the importance for organizations 
to focus on distributive equity perceptions, 
employee salary expectations, adequacy 
of bonuses, and employee achievement 
motivation to improve salary satisfaction and 
subsequently enhance overall job satisfaction 
and motivation among employees.

Lawler and Porter (1963) found that employee 
dissatisfaction with their salaries can lead 
to negative outcomes such as absenteeism, 
decreased productivity, job dissatisfaction, 
and turnover. Salaries serve as incentives 
for performance, and when employees are 
dissatisfied with their compensation, it can 
adversely affect their work behavior and 
attitudes (Lawler, 2011). Consequently, the 
compensation system is intricately linked to 
job satisfaction, and an effective compensation 
structure can enhance employee job 
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satisfaction and mitigate the likelihood of 
turnover by addressing salary concerns. The 
above facts support for the development of the 
following hypothesis. 
H4: Compensation and benefits have positive and 
significant effect on employee job satisfaction.

3. Research Methods
This study has employed a descriptive 
and causal-comparative research design to 
achieve the stated objectives. The population 
under study comprises all paramedic 
employees currently employed in small and 
medium private hospitals located within 
the Kathmandu valley. There are altogether 
60 private hospitals in Kathmandu valley 
(MOH, July 16, 2023). Out of those private 
hospitals, 21 hospitals have been selected 
for the purpose of research study on 
convenience basis. The sample size for this 
study was 384 respondents. If the population 
is large, 384 sample size is appropriate for 
the research study (Mumtaz et al., 2020). The 
questionnaires were distributed via personal 
visits, email, and social media applications. 
Convenience sampling technique was used in 
this study. Altogether, 450 questionnaires were 
distributed, out of which 402 were returned 
(The response rate being 89%). Finally, 384 
responses were used for data analysis, 18 were 
removed due to multiple non-responses. To 
establish the internal reliability of the model, 
the researcher conducted Cronbach’s alpha 
reliability test. This test helps determine 
whether the items within each dimension were 
internally consistent or not. Table 1 shows 
the Cronbach’s alpha scores of all variables 
measured in 5-point Likert scaling.

Table 1 
Reliability Analysis

Variables Cronbach’s Alpha No. of items Remarks

Satisfaction of Employees     0.786 10 Reliable

Recruitment and selection 0.749 5 Reliable

Training and development 0.837 6 Reliable

Performance appraisal 0.712 6 Reliable

Compensation and benefits 0.717 6 Reliable

The study relies on primary data acquired 

through structured questionnaires 
encompassing a range of variables. The 
initial section of the questionnaire focused 
on gathering demographic information 
about the respondents, including gender, 
age, marital status, academic qualifications, 
job designation, and years of experience. 
The subsequent part of the questionnaire 
focused on the HR related aspects such as 
recruitment and selection processes, training 
and development initiatives, performance 
appraisal methods, compensation and 
benefits structures, and overall employee job 
satisfaction. In this study, a 5-point Likert 
scale was employed to measure the level 
of various human resource management 
dimensions affecting the job satisfaction of 
paramedic employees in private hospitals 
within the Kathmandu Valley. The reliability 
of the data was assessed using Cronbach’s 
Alpha. The obtained Cronbach’s Alpha values 
for each variable exceeded 0.7, indicating the 
reliability of the data for further analysis and 
tests (Taber, 2018). This research explores the 
relationship between employee job satisfaction 
and human resource management practices, 
including recruitment and selection, training 
and development, performance appraisal, as 
well as compensation and benefits. To achieve 
this objective a multiple regression model is 
specified as below:

          Employee Job Satisfaction = β0 + β1 RS + 
β2 TD+β3 PA + β4 CB +ei
Where, RS = Recruitment and selection
TD= Training and Development, 
PA = Performance Appraisal 
 CB = Compensation and Benefits
β0 = The intercept (constant term) and ei =error 
term

The study investigates the impact of HR 
practices on job satisfaction of paramedic 
employees within private hospitals located 
in Kathmandu valley. The sample size of 
the study was 384 paramedic staff. Table 2 
revealed the respondents’ profile. Out of the 
total respondents, 56% were male employees, 
while 44% were female. The majority of 
respondents 55 percent were between the age 
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of 26 and 35, with only 1.30 percent beyond the 
age of 50. More than two-third respondents 
were married. It shows that the paramedic 
staff working in private hospitals are mostly 
married. Out of the total respondents of 
working in the private hospitals of Kathmandu 
valley, majority (53.39 percent) employees 
have passed bachelor degree. Majority of 
the employees (51.3 percent) are working in 
middle level and only 16 percent are working 
in higher level. Employees with less than five 
years of experience is (55 percent) and those 
with 15 years or more is 6 percent. Majority of 
the respondents i.e. 54.95 has monthly income 
between 25,000-40,000. Only 15.10 percent 
respondents have monthly income more than 
40,000. 

Table 2 
Demographic Profile of the Respondents 

Variables Frequency Percent
   N 384
Gender
Male 215 55.99
Female 169 44.01
Age
Below 25 89 23.17
26-35 210 54.69
36-50 80 20.83
Above 50 5 1.3

Marital Status

Married 305 79.43
Unmarried 79 20.57

Academic Qualification

10+2 Level 10 2.6
Bachelor 205 53.39
Master and above 169 44.01
Designation

125 32.55Lower Level   
Middle Level 197 51.3
Higher Level 62 16.15
Experience
Less than 5 Years 211 54.95
5-10 Years 95 24.74
10-15 Years 56 14.58
Above 15 Years 22 5.73
Income per Month   
Below 25,000                                                 115 29.55
25001-40,000                                               211 54.95
Above 40,000                                                             58 15.1

Table 3 presents the descriptive analysis 
and correlation coefficients of the variables 
used in the study. The mean values for 
employee job satisfaction regarding 
recruitment and selection, training and 
development, performance appraisal, and 
compensation and benefits are 3.60, 4.30, 
4.25, and 4.50, respectively. Among these 
variables, compensation and benefits emerge 
as the most crucial factor influencing the job 
satisfaction of paramedic employees in private 
hospitals within the Kathmandu valley. 
The correlation analysis revealed significant 
positive correlations between employee job 
satisfaction and various HRM practices, 
including recruitment and selection, training 
and development, performance appraisal and 
compensation and benefits. These correlations 
were found to be statistically significant at the 
1% level. The correlation analysis revealed a 
positive association between HRM practices 
and job satisfaction. Particularly a strong 
correlation observed between compensation 
and benefits and employee job satisfaction. 

Table 3
Descriptive Analysis and Correlation Coefficients

 Mean SD RS TD PA CB JS
RS 3.60 0.97 1
TD 4.30 0.90 .525** 1
PA 4.25 0.93 .593** .558** 1
CB 4.50 0.81 .646** .347** .751** 1
JS 4.10 0.73 .565** .494** .721** .625** 1

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

4.1 Test of Hypothesis
The impact of independent variables on 
dependent variables was evaluated using 
multiple regression analysis. The results of 
the regression analysis concerning employee 
job satisfaction, and their corresponding 
explanatory variables are presented in Table 4 
below.
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Table 4
 Regression Results

Predictors Coefficients t-statistic p-value VIF
Constant 6.242 0.000

RS 0.243 4.20 0.000 1.868

TD 0.272 4.207 0.000 1.299

PA 0.253 4.25 0.000 1.608

CB 0.334 4.36 0.000 1.24

R2 =.0.843, Adj.R2 = 0.608, F-value =25.18, F(sig) = 0.000, D.W.= 1.94

Note: Independent variables are Recruitment and 
Selection (RS), Training and Development (TD), 
Performance Appraisal (PA) and Compensation and 
Benefit (CB). The dependent variable is Job Satisfaction 
(JS).

JS= β0 + β1 RS + β2 TD+β3 PA + β4 CB +ei
      =  6.242+0.243RS + 0.272 TD+ 0.253 PA+       
         0.334 CB +ei

The coefficient of determination, also known 
as R-Square, stands at 0.843, indicating 
the overall fitness of the model. This value 
suggests that approximately 84.3% of the 
variability in employees’ job satisfaction can 
be explained by human resource management 
practices. This indicates that the model used 
in this study explains approximately 84.3% 
of the variance in the dependent variable. In 
other word around 15.7% of the fluctuations 
in employees’ job satisfaction, as influenced 
by human resource management practices, 
are attributable to factors beyond the scope 
of this model. Similarly, Table 4 presents an 
F-Statistic of 25.18, accompanied by a p-value 
of 0.000. This F-value emphasizes the validity 
of the estimated model. This figure indicates a 
significant association between the explanatory 
variables and the dependent variables of 
the study. Specifically, it demonstrates that 
these variables strongly influence employee 
job satisfaction through human resource 
management practices in private hospitals 
within the Kathmandu Valley. Additionally, 
the Durbin-Watson statistic has a value of 1.94, 
indicating an absence of autocorrelation in the 

dataset utilized for the study. Moreover, the 
Variance Inflation Factor (VIF) of the model 
is below ten, suggesting the absence of multi-
collinearity among the independent variables 
incorporated in the model.

The regression analysis table indicates a 
positive and significant relationship between 
RS, TD, PA, CB and JS. Specifically, the 
coefficient for RS is 0.243, suggesting that a 
one-unit increase in recruitment and selection 
correlates with a 0.243 increase in employee 
job satisfaction. Similarly, the coefficient for 
TD is 0.272, indicating that a one-unit increase 
in training and development activities 
corresponds to a 0.272 increase in employee 
job satisfaction. Likewise, the coefficient for 
PA is 0.253, implying that a one-unit increase 
in performance appraisal leads to a 0.253 
increase in employee job satisfaction. Similarly, 
the coefficient of CB is 0.334, indicating that 
a one-unit increase in compensation and 
benefits correlates with a 0.253-unit increase 
in employee job satisfaction. The regression 
analysis table confirms a positive and 
statistically significant relationship between 
RS, TD, PA, CB, and JS, as evidenced by the 
p-value < 0.01. These results suggest that 
enhancing recruitment and selection, training 
and development, performance appraisal, and 
compensation and benefits can substantially 
boost job satisfaction among employees in 
private hospitals of the Kathmandu valley. 
This finding lends support to the acceptance 
of hypotheses H1, H2, H3, and H4.

5. Discussion
The success of an organization largely depends 
on the effective implementation of HRM 
practices. A recent study aimed to evaluate how 
various HRM practices, including recruitment 
and selection, training and development, 
performance appraisal and compensation 
and benefits employee impact employee job 
satisfaction in private hospitals of Kathmandu 
valley. Specifically, the study revealed a 
positive and significant relationship between 
HRM practices and employee job satisfaction 
in private hospitals of Kathmandu valley. 
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Among those HR practices, compensation and 
benefits has a strong and significant effect with 
employee job satisfaction. This suggests that 
the compensation system plays a crucial role 
in shaping employee job satisfaction, followed 
by employee participation on training 
and development. A fair and competitive 
compensation system directly enhances 
employee job satisfaction by providing 
financial stability and recognition of their 
value, thereby fostering motivation, reducing 
turnover, and promoting overall well-being of 
the employees within the organization. 
Moreover, Acquaah (2004) have emphasized 
that HRM practices aim to enhance 
employees’ skills, motivation, and retention, 
while Morrison (1994) and Ahmed (2016) 
have highlighted the significant relationship 
between HRM practices and employee job 
satisfaction, predicting that effective practices 
will lead to higher levels of job satisfaction. 
Thus, it is imperative for Nepalese private 
hospitals to invest considerable resources 
in implementing sound HRM practices to 
enhance job satisfaction of employees. 
The outcome of the study is consistent with 
the findings of Butts et al. (2013), Abdirahman 
et al. (2018) and Chukwuka and Nwakoby 
(2018) which showed a significant positive 
impact on job satisfaction of employees with 
the explanatory variables of recruitment 
and selection, training and development, 
performance appraisal and compensation 
and benefits. The findings are also in line 
with the previous studies made by Sanger 
(2013), Abdirahman et al. (2018), Chukwuka 
and Nwakoby (2018) in which the researcher 
suggested that factors such as compensation, 
training and development, and performance 
appraisal are closely and immediately linked 
to employee satisfaction.
In conclusion, the study underscores a 
noteworthy positive association between the 
human resource management practices and 
employee motivation. This study implies 
that the application of human resource 
management practices supports for enhancing 
the employee job satisfaction which ultimately 
enhance the organizational productivity. 

The result confirmed that once adapting the 
human resource management practices, the 
private hospitals enable to enhance the level 
of job satisfaction of employees. 

6. Implications
Only a very few studies have tried to investigate 
the relationship between HR practices and 
employee satisfaction of healthcare sector in 
Nepalese context. Based on the findings of this 
study, it is advisable for health care sector to 
shift away from traditional approaches to new 
HR practices, like recruitment and selection 
policy, training and development, performance 
appraisal policy, and compensation practice. 
To deliver high-quality service, the HR 
department should embrace modern selection 
and growth strategies. This entails fostering 
a conducive working environment where 
employees can effectively meet customer 
needs. Moreover, implementing suitable 
incentive and appraisal systems can align 
employees’ efforts with company objectives. 
Recognizing human capital as a critical asset 
can confer a competitive advantage and elevate 
the organization’s strategic positioning in the 
market (Elrehail et al., 2020). Furthermore, 
the study underscores the potential interest 
of top management in benchmarking HR 
practices. As noted by Barney et al., (1997), 
benchmarking can illuminate industry 
competition dynamics and furnish valuable 
insights for improvement.
Additionally, this study aims to build upon 
prior research findings by investigating 
the influence of HR practices on employee 
satisfaction. This endeavor addresses a notable 
research gap identified in previous literature 
reviews (Jackson et al., 2014), which have 
emphasized the importance of conducting 
the relationship between HR practices and 
employee satisfaction. This study shows that 
the effective HR practices may result employee 
satisfaction in the organization. 
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7.  Limitations and Directions for Future 
Research 
This study has contributed valuable insights 
based on its predetermined research 
questions. But it is important to acknowledge 
its limitations and suggest avenues for 
further investigation. Firstly, the application 
of cross-sectional research design presents a 
notable weakness. Consequently, there is an 
opportunity for future researchers to explore 
the same topic using a longitudinal research 
survey design, encompassing a broader 
spectrum of employees and extending the 
geographical coverage beyond the current 
scope. Secondly, the study primarily focuses 
on examining the influence of human resource 
management practices, like recruitment 
and selection, training and development, 
performance appraisal, and compensation 
and benefits, on employee job satisfaction. 
However, further research is warranted to 
identify additional factors contributing to 
the advancement of job satisfaction, thus 
establishing a more comprehensive approach 
to supporting it.
However, the survey questionnaire was 
carefully structured to enhance the reliability 
of the collected data. Only the structured 
questionnaire was used to collect the data. 
To optimize future research endeavors, it is 
advisable to utilize a combination of data 
collection methods, including interviews, focus 
group discussions, and survey questionnaires. 
While diligent efforts were made to secure 
an adequate sample size, it is important to 
recognize that larger sample sizes typically 
lead to more robust and comprehensive 
results.
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