e
Working together
WWW.ICis.ro

Revista de Cercetare si Interventie Sociala
ISSN: 1583-3410 (print), ISSN: 1584-5397 (electronic)

THE IMPACT OF TRAINING AND DEVELOPMENT PROGRAMS
ON THE BANKING PERSONNEL

Kaan KUTLAY, Okan Veli SAFAKLI

Revista de cercetare si interventie sociald, 2019, vol. 65, pp. 292-305

https://doi.org/10.33788/rcis.65.18

Published by:
Expert Projects Publishing House

expert projects
publishing

On behalf of:

»Alexandru loan Cuza” University,
Department of Sociology and Social Work
and
HoltIS Association

REVISTA DE CERCETARE SI INTERVENTIE SOCIALA

is indexed by Clarivate Analytics (Web of Science) -
Social Sciences Citation Index

(Sociology and Social Work Domains)



REVISTA DE CERCETARE SI INTERVENTIE SOCIALA - VOLUMUL 65/2019

The Impact of Training and Development
Programs on the Banking Personnel

Kaan KUTLAY', Okan Veli SAFAKLI?

Abstract

The main purpose of this study is to investigate the impact of training and
development programs on Asbank employees. This study is based on a face-to-
face questionnaire conducted in April 2018, with 170 employees of Asbank. 97
employees which are 57% of the population respond to the questionnaire. Gullu’s
(2016) scale which is adapted from Kirkpatrick’s model has been used to perceive
employee training effectiveness. According to this scale, this questionnaire consists
of three parts First part of the questionnaire gathers information about demographic
features and second part collects part collects information on the status of employee
participation in training and development programs. The last part measures the
employees’ participation in training and in the last part measure the employees’
perception of effectiveness on training and development in Asbank which consists
of twenty-four questions. According to the study results, there was no strong effect
in terms of 4 levels. Respondents have a positive effect on education, even though
partially, and although the learning objectives were partially achieved, this did not
affect the behaviour and performance of employees.

Keywords: training and development, banking sector, profitability, Northern
Cyprus, employee satisfaction, learning.

Introduction

In this study, we aim to investigate the impact of training and development
programs on bank employees. In a systematic review of the previous research,
only a few studies were found in this field in Northern Cyprus banking sector.
The financial sector is considered one of the essential sectors in both developing
and developed countries. Commercial banks are important intermediaries and
have a significant role in financial systems, as well as playing a part in the
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allocation of economic resources in countries (Duraj & Moci, 2015). As well
known, commercial banks’ main functions are to accept deposits from the public
and, in turn, provide loans to the public (Malede, 2014).

Profitability is a main concept for the banking sector, and is the principal
measurement of a bank overall performance and efficiency (Pervan & Visic, 2012).
The determinants of banking profitability can be divided into two groups: internal
factors, which can be controlled by the bank management, and external factors,
which are beyond the control of bank management (Molyneux & Thornton, 1992;
Berger, 1995; Demirguc-Kunt & Huizinga, 1999; Onuonga, 2014). Both internal
and external factors influence the profitability of commercial banks over time.
Internal factors are highly dependent on the performance of the bank management
and bank employees’ performance.

Employees and capital are the two most important inputs not only in production,
but also in the finance sector. According to Campbell (1990), performance refers to
the consequences of individual behaviour. Organizational effectiveness, depending
upon employee performance and consumer satisfaction, plays a key role in the
banking sector. On the other hand, continued and sustainable success for the
commercial banks over the coming years depends on the quality of employees.

A competitive process in market economy has been witnessed after World
War II. More precisely, a company’s success depends on its capacity to create
a society of satisfied consumers. Thus, an intuition into the consumer behaviour
becomes sine qua non for successful business. Nothing endures but change. Training
and development programs (TD), are one of the main duties of Human Resources
departments, which positively influences the quality of employees’ skills, capability
and knowledge, and TD leads to higher employee performance on the job (Kumar
& Siddika, 2017). There have been a large number of researches about the TD
programs, and most researches argue that a successful training process has at
least four phases which are determining training needs, planning of training and
development program, implementation of training and development program and
assessment of training and development (Abedini & Kohandeli, 2015; Bramley,
1991; Karim, Huda, & Khan, 2012).

Our study focuses on the last step of TD process, in other words post TD
program. The main aim of this study is to investigate the efficiency of the bank
employees’ training in Asbank which is one of the leading commercial banks
in Northern Cyprus banking sector as of December 31, 2017, with almost 170
employees. The bank was established in 1986. In recent years, the Asbank has
rapidly improved its, total asset, capital strength, total deposits and net profit.
Total assets and net profit have increased by almost %600 between 2003 and 2017.
Among 22 active commercial banks, Asbank is a private bank which is neither the
largest nor the smallest in terms of its asset structure. Also, it has allowed research
among similar banks. In this respect, it is foreseen that the Asbank will represent
the sector. In this study, we use the model of Kirkpatrick’s (1976) to evaluate
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the training. The model is constructed based on four level evaluations which are
reactions (level one), learning (level two), behaviour (level three) and the results
(level four). Questionnaire consists of twenty four questions, six questions for
each level.

Literature review

The impact of TD on the employees’ performances has been investigated by
the many researchers however only a few studies found for the banking sector
of Northern Cyprus. One of the main objectives of every bank or company is to
improve its performance and maximize profitability. However, it is not easy to
realize this without increasing the employees’ performance (Tahir et al., 2014).
According to Kirkpatrik (1976), the training evaluation techniques are classified
into four levels: reactions, learning, behaviour and results. Reactions imply that
how participants reacted to the training and development programs. Level two
is learning measures what participants have learned. Level three assesses how
much participants have changed after the training programs and the last level
indicates the effect of the training programs on employees’ performance. Abedini
and Kohandeli (2015) examined the impact of training program on employees’
performance in Maskan Bank of Hormozgon Province in Iran. According to
their finding, implementing educational support has the greatest effect on the
profitability of banks. The findings of Guest (1997), Herman and Kurt (2009) and
Khan et al., (2014) are in line with the finding of Abedini and Kohandeli (2015).

Karim, Huda and Khan (2012) studied the significance of training and post
training evaluation for the employee effectiveness for Sainsbury’s supermarket Itd
in the UK. Data has been collected through survey and semi structured interviews.
They suggest determining the aim of training analysis before determining the
information needed for the analysis. Khan, Khan, & Khan (2011) have applied
questionnaire to 100 employees of different organizations of Islamabad. According
to their findings, training and development programs, well designed training and
effective teaching methods have significant effect on organizational performance
and leads to a saving a time and cost.

Sahin (2013) measures the gender based service quality provided by the
banking sector in Northern Cyprus employing the SERVQUAL (service quality)
model developed by Parasuraman, Zeithaml, and Berry (1988). According to
the empirical analysis of the data collected through questionnaires distributed to
the customers of selected banks, it is concluded that expectation and perception
scores of women for tangibles, reliability, assurance, and empathy are higher while
for responsiveness is lower than men for service quality in the banking sector
of Northern Cyprus. Civelekoglu (2015) studied bank employees’ perception
on training and development program in Isparta, Turkey. She examined that
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perception is weak and changing perception attitudes depend on demographic
features such as martial statutes and working sector.

Athar and Shah (2015) studied the employees’ performance of banks in Karachi,
Pakistan. They examined that training programs have positive effect on employee
performance. They underlined that motivation, stress level, knowledge and training
method have significant and positive effect on bank employee performance in
Karachi. Ikramina and Gustomo (2014) studied the training and evaluation process
at PT Bank in Tabungan, Negara. Their aim was to determine the problems for
training and development programs by using the model of Kirkpatrick. According
to their findings, the main problem is level three which is behaviour. Their finding
reveals that the participants’ behaviour could not change after the training and
development programs.

Agutaand Balcioglu (2015) studied the training programs effect on organizational
performance in Northern Cyprus banking sector. Two commercial banks have
been selected. Working conditions, supervisory style and leadership are the most
important factors which influence the employee performance. Effective training
programs lead to employee satisfaction as well as improvement in organization
performance. Khartabiel and Saydam (2014) also studied on the banking sector of
Northern Cyprus. They found that there is strong relationship between employee
satisfaction and customer satisfaction. Commercial bank performance is highly
depended on customer satisfaction and it can be improved by the increasing
employee satisfaction. They suggest that preparing effective training programs
help to improve employee satisfaction.

Methodology

The main aim of this study is to determine the impact of training and
development on the banking sector. In this study, Asbank Bank has been selected
as a case study. This study is based on a face-to-face questionnaire conducted
in April 2018, with 170 employees of Asbank. 97 employees which is 57% of
the population responded to the questionnaire. Gullu’s (2016) scale which is
adapted from Kirkpatrick’s model has been used to perceive employee training
effectiveness. According to this scale, this questionnaire consists of three parts.
First part of the questionnaire gathers information about demographic features
and second part collects part collects information on the status of employee
participation in training and development programs. The last part measures the
employees’ participation in training and in the last part measure the employees’
perception of effectiveness on training and development in Asbank which consists
of twenty-four questions. As mentioned, the Kirkpatrick’s model (1976) consists
of four levels, including learner satisfaction; learning outcomes, performance
improvement and six questions have been asked from each level.
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Following statistical models were done using SPSS version 20 in this research:
(1) Reliability test was used to measure the perceptions of employees on level
and general base; (2) Percentage analysis was used to express the demographic
features; (3) Percentage analysis was used to evaluate the employees’ attendances
to training and development programs; (4) One sample t test was used to measure
the perceptions of employees on training and development programs. According to
Likert Scale’s, perceptions were given in the following order (1= Strongly agree;
2= Agree; 3= Neither Agree nor disagree; 4= Disagree; 5= Strongly disagree).
According to this the average value of any perception should be statistically less
than 3 in order to argue that programs have positive impact on banking personnel;
(5) Correlation analysis was conducted to determine the statistical relationship
between four levels; (6) Independent sample t test and One Way Anova will be
conducted to see if banking personnel perception differ according to demographic
features.

Results and discussions

As shown in Table 1, a total of 97 people responded to the questionnaire in this
research. The majority of the respondents (73.2%) to the research were female,
indicating that more females are involved in the Asbank as compared to males
(26.8%).

Table 1. Demographic features

Frequency Percent Valid Percent Cumulative Percent
Valid Female 71 73,2 73,2
Male 26 26,8 26,8 100,0
Total 97 100,0 100,0

Table 2 represents education level of the respondents in Asbank. The respondents
hold a range of educational qualifications falling between high school level and
Ph.D. Of the respondents from the Asbank, 36.1% of the respondents had an
education from the high school level, 48.5% had an education of an undergraduate
level, 8.2% had master degrees and only 2.1% had PhD degree. This result
mirrors that education level is high, hence training is likely to enhance the skills
of employees.
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Table 2. Education level

Frequency Percent Valid Percent Cumulative Percent
Valid High School 35 36,1 38,0 ,
Undergraduate 47 48,5 51,1 89,1
Masters 8 8,2 8,7 97.8
Ph.D 2 2,1 2,2 100,0
Total 92 94,8 100,0
Missing System 5 5,2
Total 97 100,0

As reported in Table 3, commercial banks seek employees which have an
economic and financial background. However, only 29.2% of respondents
graduated from faculty of economics and administrative sciences (FEAS).
Therefore, employees in the bank need training and development programs to
enhance their knowledge.

Table 3. Graduate field of study

Frequency Percent Valid Percent Cumulative Percent
Valid Feas 2 21,6 29,2 29,2
Qthers 5 52,6 70.8 100,0
Total 72 742 100,0
Missing | Missing System 25 25,8
Total 97 100,0

Table 4 presents the job position of respondents in Asbank, the majority with
54.6% of respondents are clerk and 20% of them are from service executive
department. The educational level of respondents and their job positions indicate
that there is a suitable group of employees existing in Asbank to receive training
programs.

Table 4. Job position of respondents

Frequency Percent Valid Cumulative
Percent Percent
Valid Branch Manager 8 8,2 9,3 9,3
Assistant Manager 4 4,1 4,7 14,0
Service Executive 20 20,6 23,3 37,2
Specialist 1 1,0 1,2 38,4
Clerk 53 54,6 61,6 100,0
Total 86 88,7 100,0
Missing System 11 11,3
Total 97 100,0

According to Table 5, 89.7 % of the respondents have worked more than one
year and 53.6% have worked more than five years in the Asbank. These results
imply that Asbank has an instructional structure and the turnover rate is low.
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Table 5. Period of employment in the Asbank

Years Frequency |Percent| Valid Percent [Cumulative Percent
Valid | Less than 1 Year 11 11,3 11,3
1-5 35 36,1 36,1 47,4
6-10 14 14,4 14,4 61,9
11-15 20 20,6 20,6 82,5
Above 15 17 17,5 17,5 100,0
Total 97 100,0 100,0

As illustrated in Table 6, 96.7 % of the respondents have worked more than
one year and 61.1% have worked more than five years in the banking sector. 22.7
% have worked more than fifteen years and it can be thought that the time of
retirement is coming for this group of employees. In fact, training and development
programs can be beneficial for other groups of employees.

Table 6. Period of emplovment in the banking sector
Years Frequency | Percent |Valid Percent Cumulative
Percent
Valid Less than 1 Year 3 3,1 3,3 3.3
1-5 32 33,0 35,6 38,9
6-10 13 13,4 14,4 53,3
11-15 20 20,6 22,2 75,6
Above 15 22 22,7 24,4 100,0
Total 90 92,8 100,0
Missing System 7 7,2
Total 97 100,0

As illustrated in Table 7, 29.9% of respondents have not attended training
and development programs in the last year, it can be explained by the bank
management’s strategy. This result reports that Asbank does not target training
the employees for every year.

Table 7. Respondent’s participation to training programs (last 1 year)
Frequency Percent | Valid Percent Cumulative

Percent
Valid Participated 61 62,9 67.8 67,8
Not Participated 29 29,9 32,2 100,0
Total 90 92,8 100,0
Missing System 7 7,2
Total 97 100,0

The results in Table 8, shows that %41.2 of respondents have attended more
than two times, 14.4% have attend twice and 23.7% have attended only once
to training and development programs. However 11.3% have not attended the
programs yet. Indicating that, employees’ skill can be improved through TD
Programs.
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Table 8. Respondent’s participation to training programs (Last 1 Year)

Freqguency | Percent |Valid Percent|Cumulative Percent
Valid Once 23 23,7 26,1 26,1
Twice 14 14,4 15,9 42,0
More than twice 40 41,2 45,5 87,5
Never 11 11,3 12,5 100,0
Total 88 90,7 100,0
Missing System 9 9,3
Total 97 100,0

Reliability Test

Reliability is an important concept in quantitative researches it used for
enhancing the accuracy of the evaluation and assessment of a research study
(Tavakol & Dennick, 2011). Coefficient alpha (Cronbach, 1951) is an important
and widespread statistics method to measure the reliability of the data. The results
are given in the following table.

Table 9. General and level based reliability test

TD Program Number of Variables | Cronbach’s Alfa
24 0.926
Level 1: Reactions (R) 6 0.820
Level 2: Learning (L) 6 0.686
Level 3: Behaviour (B) 6 0.929
Level 4: Results (S) 6 0.924

Overall TD Program’s Cronbach’s Alfa result is 0.926 which is excellent and
level 3 and level 4’s results are 0,926 and 0,924 respectively these results can
also be predicted as excellent. Level 1’s result is 0.820 which is good and only
level 2’s result is between 0.6 and 0.7 which can be predicted as questionable
(Taber, 2017). The problem is Asbank faced in level two evaluations. The bank
management should focus on level two to improve the training program success.

The impact of training programs on employees can be seen in 7able 10 and the
highest perception points are given below: (1) The objectives of the training were
clearly communicated to participants; (2) The training was relevant for me; (3) The
training was informative; (4) After training program, have better understanding of
the importance of teamwork; (5) The training was well organized.
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Table 10. Evaluations of training and development programs attended by employees
(One Sample T test, Test value=3)

Definition of Perception Mean Std. Deviation

X1 [The training was well organized. 2.2143 .76160

X2 [The obJthves of the t.ra.mlng were clearly 20119 71967
communicated to participants.

X3 _[The training program was designed interesting. 2.4337 .87224

X4 [The training was relevant for me. _ 2.0357 .71888

X5 |Individual needs were included in training 25122 93286
program.

X6 [The training was informative. 2.0952 .70487

X7 After training program, | feel that my self- 2 7229% 3.49673
confidence has improved. _

X8 Afte'r training program, | feel that my own ability 23827 88837
h?ts increased. - .

X9 |After training program, have better
understanding of the importance of teamwork. 2.1605 88680

X10 After' training program, | understand better my 23171 91460
role in the bank.

X11 |After tralnlr?g program, | havg a better 22716 89460
understanding the value of time management.

X12 |l feel that tralr.ung p-rogram has provided 23293 88965
valuable working skills.

X13 [Training made me more tolerant towards to 2 7654 113216
collogues.

X14 [Training made me more tolerant towards to 57531 1.09008
management.

X15 |After the t.ralnlr?g program, | have been more 2 7037 1.06589
collaborative with my collogues.

X16 |After the training program, | have been able to 5 4878 1.05695
cope with the conflict.

X17 |After the training program, | have been able to 25000 1.00922
take on some challenging tasks.

X18 |After the training, | have been able to 2 6420 1.07597
understand my colleagues better __

X19 |My work ou'.cp.ut has increased in the division 2 6500 99492
after the training program. _

X20 |[My team has got better results after the training 2 5949 92707
program.

X21 |All members of my depar'trTlent have exceeded 5 8875 96776
their targets after the training program.

X22 Thg I'evel of teamwork has developed after the 2 6125 81898
training program _

X23 The quality of my dep:?lr'?ment s output have 27125 82973
improved after the training program

X24 Total performance of t'h('e department has 2 6585 89193
improved after the training program

2.43233
General Average

*n<0.5 meaning average is statistically equal to 3(Undecided)
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Almost all results indicating that training programs have positive impact on
employees’ performance but employees’ perception is indecisive for the following
items: (1) All members of my department have exceeded their targets after the
training program; (2) Training made me more tolerant towards to colleagues; (3)
After training program, I feel that my self-confidence has improved.

The objectives of the training were clearly... 2,011P
The training was relevant for me. 2,0357
2,0052
2,1605
2,2143
22716
2,3171

The training was informative.
After training program, have better...
The training was well organized.
After training program , | have a better...
After training program, | understand better my...
| feel that training program has provided valuable...

General Average

The training program was designed interesting.
After the training program, | have been able to...
After the training program, | have been able to...
Individual needs were included in training program.
My team has got better results after the training...
The level of teamwork has developed after the...

After the training, | have been able to understand... 2
My work output has increased in the division after...
Total performance of the department has... 85
After the training program, | have been more... 037
The quality of my department’s output have... 125
After training program, | feel that my self-... 229
Training made me more tolerant towards to... 7531
Training made me more tolerant towards to... 7654
Allmembers of my department have exceeded ... 2,8875
3 3,5

Figure 1. Evaluations of Training and Development Programs Attended by Employees

According to Kirpatrick’s (1976) model 24 questions in table 10 were divided
4 levels in Table 11 and indicating that perception varies by level. Highest impact
is observed for reactions and when level increases, perception decreases.
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Table 11. Perceptions of level bases on training and development programs attended

by employees (One-Sample Statistics; Test value=3)

Explanation Mean Std.
Deviation
LEVEL1 Reactions 2,2160 ,57882
LEVEL2 Learning 2,3632 1,04851
LEVEL3 Behaviour 2,6417 ,92249
LEVEL4 Results 2,6923 77575

Table 12. Correlations between levels

LEVELT LEVEL? LEVEL3 LEVELZ
LEVEL1 [Pearson Correlation 1 519 587 532
Sig. (2-tailed) 000 000 000
N 81_ 77 79 _ 77 _
LEVEL2 [Pearson Correlation 519 1 640 646
Sig. (2-tailed) 000 000 000
N 77 78 76 75
LEVEL3 [Pearson Correlation 587 6407 1 818~
Sig. (2-tailed) 000 000 000
N 79 76 80 77
LEVEL4 [Pearson Correlation 5327 646" 818~ 1
Sig. (2-tailed) 000 000 000 —

77 75 77
**_Correlation is significant at the 0.01 level (2-tailed)

Table 12 shows the correlation between levels; the results indicating that
the levels which are given in Table 11 are correlated positively with each other.
The correlation between results and behaviour is striking (0.818). The lowest
correlation has been found between learning and reactions.

Conclusion

The aim of this study is to examine the impacts of training on employee
performance within the banking sector in Northern Cyprus by using Kirkpatrik
model. One of the largest commercial bank Asbank which is operating in Northern
Cyprus was selected as sample for this study. Questions in the research are trying
to determine the employee participation, selection for training and development
methods and pertinence of training to the work of the respondents. The results
from the questions on employee participation in training and selection for training
indicate Asbank has clear policies regarding training and development as most
of the respondents indicated that they have participated in training and that most
of them were provided with opportunities of training and development programs.

According to the study results, there was no strong effect in terms of 4 levels.
In other words, average value for all four levels is in between 2 and 3, which “I
agree” and “No Opinion”. Especially, behaviour and results effects in the last
two rings of the effect chain are closer to the No opinion receiving above 2.5.
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Therefore, respondents have a positive effect on education, even though partially,
and although the learning objectives were partially achieved, this did not affect
the behaviour and performance of employees. These findings are consistent with
the research results of Ikramina & Gustomo (2014) and Farjad (2012).

When the studies on the disruptive effect of education on worker performance
are taken into consideration, In the case of Asbank, we can make the following
determinations regarding the training activities of the Northern Cyprus banking
sector: (1) Training and development activities are not carried out in a planned
and systematic way and in this respect, stakeholders are not informed and it is
not ensured stakeholders are involved (Eroglu 2006); (2) The highest expectations
required by the organization are not taken into consideration before starting to
prepare the training program; in the program design phase, the activities to be
implemented after the training are not determined, performance expectations are
not disclosed to participants, observation and correction of the findings are not
made (Kaya, Rafet, & Damgaci, 2015; Kirkpatrick & Kirkpatrick, 2013); (3) The
skills and knowledge learnt during training could not or were not transferred to
the job (Newstrom & Broad, 1992); (4) The Relationship between Training system
or practices or factors (individual and organizational) with training effectiveness,
with emphasis on objective, content, organizational factors, expenditures, duration
of training, coverage of employees, delivery methods, profitability, growth and
overall organization performance was not established (Huang, 2001).

References

Abedini, B., & Kohandeli, N.P (2015). A study on the effectiveness of employee training on
the profitability Maskan banks (Case Study: Maskan Bank of Hormozgan province).
International Journal of Humanities and Cultural Studies, 1820-1837.

Aguta, U.I., & Balcioglu, H. (2015). The Impact of Human Resource Management
Practices on Organizational Performance: A Case of Private Banks in North Cyprus.
International Journal of Business and Social Sciences, 6(6), 251-268.

Athar, R., & Shah, F.M. (2015). Impact of Training on Employee Performance (Banking
Sector Karachi), IOSR Journal of Business and Management, 17(11), 58-67. doi:
10.9790/487X-171115867

Berger, A.N. (1995). The Relationship between Capital and Earnings in Banking. Journal
of Money Credit and Banking, 27(2), 432-456.

Bramley, P. (1991). Evaluating Training Effectiveness. UK Mc Graw-Hill.

Campbell, J.P. (1990). Modeling the performance prediction problem in industrial
and organizational psychology. In: M.D. Dunnette, M.D & L.M. Hough (Eds.),
Handbook of industrial and organizational psychology, (pp. 687-732.) Palo Alto,
CA: Consulting Psychologists .

Civelekoglu, O. (2015). Changes in the Banking Sector: A Study on Bank Employee in
Isparta Masters of Science in Business Administration Thesis. Turkey: Suleyman
Demirel University.

Cronbach, L.J. (1951). Coefficient alpha and the internal structure of tests. Psychometrika,
16,297-334

303



REVISTA DE CERCETARE SI INTERVENTIE SOCIALA - VOLUMUL 65/2019

Demirguc-Kunt, A., & Huizinga, H. (1999). Determinants of Commercial Bank Interest
Margins and Profitability: Some International Evidence. World Bank Economic
Review, 13(2), 379-408.

Duraj, B., & Moci, E. (2015). Factors Influencing the Bank Profitability-Empirical Evidence
from Albania. Asian Economic and Financial Review, 5(3), 483-494. doi: 10.18488/
journal.aefr/2015.5.3/102.3.483.494

Eroglu, U. (2006). isletmelerde Egitim Faaliyetlerinin Etkinliginin Olgiimiine Iliskin Bir
Model Onerisi, Yonetim Bilimleri Dergisi, 4(2),111-132.

Farjad, S. (2012). The Evaluation Effectiveness of training courses in University by
Kirkpatrick Model (case study: Islamshahr university). Procedia-Social and
Behavioral Sciences, 46, 2837-2841. doi: 10.1016/j.sbspro.2012.05.573

Guest, D. (1997), Human resource management and performance: a review and research
agenda, International Journal of Human Resource Management, 8(3), 263-276.
doi: 10.1080/095851997341630

Gullu, T. (2016). Relationship between training and development programs and employee’s
motivation. A survey in sector. Kastamonu University Journal of Economics &
Administrative Sciences Faculty, 13,270-282.

Herman, A. and Kurt, K. (2009). Benefits of Training and Development for Individuals
and Teams, Organizations, and Society. The Annual Review of Psychology, 60,
451-474. doi: 10.1146/annurev.psych.60.110707.163505

Huang, T.C. (2001), The Relation Of Training Practices And Organizational Performance
In Small And Medium Size Enterprises, Education and Training, 43(8), 437-444.

Ikramina, F., & Gustomo, A. (2014). Analysis of Training Evaluation Process using
Kirkpatrick’s Training Evaluation Model at PT. Bank Tabungan Negara (Persero)
Tbk. Journal of Business and Management,3(1), 102-111.

Karim, M.H., Huda, K.N., & Khan, R.S. (2012), Significance of Training and Post Training
Evaluation for Employee Effectiveness: An Empirical Study on Sainsbury’s
Supermarket Ltd, UK. International Journal of Business and Management, 7(3),
141-148. doi:10.5539/ijbm.v7n18p141

Kaya, Y., Rafet, G., & Damgaci, F.K (2015). Kirkpatrick Dort Diizey Program Degerlendirme
Modeli. The Journal of International Education Science, 5(2), 89-97. doi: 10.16991/
INESJOURNAL.132

Khan, N, &, Ahmad, N, Igbal, N & Haider, N. (2014). Relationship of Training and
Education with Employee Performance in Financial Institutions. International
Letters of Social and Humanistic Sciences, 41, 150-156. doi: 10.18052/www.
scipress.com/ILSHS.41.150.

Khan, R.A.G., Khan, F.A., & Khan, M.A (2011) Impact of Training and Development
on Organizational Performance, Global Journal of Management and Business
Research, 11(7), 62-68.

Khartabiel, M 1., & Saydam, S. (2014). Bank Employees Satisfaction as a Lead to Customer
Satisfaction. International Journal of Business and Social Science, 5(9), 88-96.

Kirkpatrick, D., & Kirkpatrick, W. (2013). Creating a Post-Training Evaluation Plan,
Training & Development, 67(6), 26-28.

Kirkpatrick, D.L. (1976). Evaluation of Training. In R. L. Craig (Ed.), Training and
Development Handbook: A Guide to Human Resource Development, 2nd ed., (pp.
18-27). New York: McGraw-Hill.

304



REALITIES IN A KALEIDOSCOPE

Kumar, D., & Siddika., H. (2017). Benefits of training and development program on
employees’ performance: A study with special reference to banking sector in
Bangladesh. Infernational Journal of Research - Granthaalayah, 5(12), 77-88. /
doi: 10.5281/zenodo.1133603.

Malede, M. (2014). Determinants of Commercial Banks Lending: Evidence from Ethiopian
Commercial Banks. European Journal of Business and Management, 6(20), 109-
116.

Molyneux, P., & Thrnston, J. (1992). Determinants of European Bank Profitability: A Note.
Journal of Banking and Finance, 16(6), 1173-1178.

Newstrom, J.W., & Broad, M.L, (1992). Transfer of training: action-packed strategies
to ensure high payoff from training investments. Reading, MA: Addison-Wesley.

Onuonga, S.M. (2014). The Analysis of Profitability of Kenya’s Top Six Commercial
Banks: Internal Factor Analysis. American International Journal of Social Science,
3(5), 94-103.

Parasuraman, A.P & Zeithaml, V. & Leonard, B (1988). SERVQUAL: A multiple-
Item Scale for measuring consumer perceptions of service quality. Journal of
Retailing, 64(1), 12-40

Pervan, M., & Visic, J. (2012). Influence of Firm Size on Its Business Success. Croatian
Operational Research Review, 3, 213-224.

Sahin. K ( 2013). A Study on Service Quality in Banking Sector: A Gender Dimension.
EUL Journal of Social Sciences, 6(1), 78-95.

Taber, K.S. (2017). The Use of Cronbach’s Alpha when developing and reporting research
instruments in science education. Research in Science Education, 1-24. doi::
10.1007/s11165-016-9602-2

Tahir, N., Yousafzai, 1.K, Jan, S., & Hashim, M. (2014) The Impact of Training and
Development on Employees Performance and Productivity A Case of Study of
United Bank Limited Peshewar City, KPK, Pakistan. International Journal of
Academic Research in Business and Social Sciences, 4(4), 86-98. doi: 10.6007/
IJARBSS/v4-i14/756

Tavakol, M., & Dennick, R. (2011). Making sense of Cronbach’s alpha. International
Journal of Medical Education, 2, 53-55. doi: 10.5116/ijme.4dfb.8dfd 53

305



