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Abstract
Purpose - The basic purpose of this study was to find out the relationship between
Training & Development and Employee Job Performance by taking motivation as
mediator and Person Job Fit as moderator.
Design/methodology/approach - To explore this relationship, data was collected from
banking sector of Pakistan including public sector, the private sector and foreign banks
functioning in Pakistan. Total 850 questionnaires were distributed to collect data out of
which 433 questionnaires were received back as a response from respondents. SPSS
and AMOS version 21 was used to analyze the data and interpret the nature of the
relationship between variables.
Findings - Results of the study revealed that training need of employees vary with age
and on the job training was seen as an important training mechanism to motivate the
employees so that they can perform highly and in a better way. Moreover, results of the
also revealed that employees with high level of knowledge, skills and attitude do not feel
motivated by training but employees with low PJF feel motivated after attending the
training and they also perform outstandingly as compared to their other colleagues who
do not attend the training and developing sessions.
Practical implications - This study is useful full baking sector of Pakistan in order to
enhance capabilities of their employee. So, that employees may be remain motivated and
perform well at workplace.
Originality Value – it has been observed that according to researchers best knowledge
no study has been conducted who have tested the present model in integrated fashion.
Keywords Training, Development, Employee’s Performance, Person Job Fit, Motivation
Research Type Research Paper
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1.0 INTRODUCTION
Human resource is the core element on the back of the success of any organization.
The corporations dedicated their extreme efforts for the achievement of their objectives
irrespective of their business objectives on the global level. For this purpose, they carry out the
utility of their human resources efficiently and effetely. It is the fact that their human resources
are infect their human capital while on the other hand the ground reality is that they are their
off balance sheet assets. In the success of any economy, banking sector plays vital role. In
Pakistan, banking sector has grown with the rapid speed within the past two decades. Human
resource is considered as one of the pillar on which the banking system is standing.
One of the study by McKinsey, 2006 argues that improved capabilities, knowingness,
and the ability of the intelligent employees proved a major wellspring for competitive advantage
in the globalized market. Indeed (Meyer and Allen, 1991) also claimed that to build desired
knowledge, abilities and skills of the workforce, to perform efficient on the task, requires
training that also effect motivation and commitment of the employees. Hence the employee’s
potential towards the completion of desired task by creating training programs can be
increased. So, it is observed that most of the firms, by applying long-term planning, invest in
building new skills by their workforce, enabling them to cope with the uncertain conditions that
they may face in future, thus, improving the employee performance through a superior level of
motivation and commitment.
However, by offering training programs to employees, organization make them feel
important, hence employees, in turn, apply their best efforts to achieve organizational goals
and show high performance. Employee’s performance is related to organizational work that
responds to the powerful environment (Podsakoff et al. 1997).
For this purpose, present study is going to see the impact of training and
development of employees on their job performance in presence of motivation as mediator.

2.0 LITERATURE REVIEW
According to Vinesh (2014), Training contains such function of human resource
management which is to improve the efficiency of employees related to organizational tasks.
Bohlander and Scott A. Snell (2008) indicate in their research that the training is very helpful for
learning which in return promotes to expand the abilities towards future obligations.
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Mathis and Jackson (2002) states that the training is used to indicate a path
which is used by people to reach their higher level of abilities in order to achieve organization
goals with full efficiency and effectiveness.

Davis and Werther (2010) investigated that

training and development develop peoples to work with their full efficiency and effectiveness.
Simamora (2006) state training is a learning process which involves the integration of skills,
attitudes, concepts, and rules to increase employee performance. In addition, Handoko (2013)
defined that objective of training is to enhance the expertise of people to complete their job
task. Training is the incessant process to enhance the ability of knowingness, exposure and
add the value in the behavior of a person (Simamora, 2006).
A research conducted by Farhan in 2001 investigated the impact of training on
employees’ towards the motivation and job involvement. He found that the training for the
employees is necessary if we want to get excellence and competent persons in the
organization. No doubt that it points towards training with a positive influence on motivation
and job involvement. Further, a job with instructional training and informal learning are globally
used techniques to deliver the knowledge to employees in the banking sector.
The broaden-and-build theory (Fredrickson 1998, 2001) recommended that
positive feelings support persons to grow as an assets, for the organization (Fredrickson
1998; Fredrickson and Branigan 2001). Previous exploration provide direct confirmation to the
enhanced effect of favorable outcome on thoughtfulness and thought-activity of the
employees (Fredrickson and Branigan 2005). Friedman and Forster (2010) displayed
motivating positive emotional state increases motivation in employees and decreases
negative behavior. When persons face bad experiences during their job, then they do not put
their efforts for achieving organizational goals (Friedman and Forster 2010; Keenan 2002;
Meyer and Turner 2002).

3.0 RESEARCH METHODOLOGY
3.1. Sampling and Data Collection
This study was carried out in the banking Industry of Pakistan. Out of 33 banks
functioning in Pakistan six banks were selected randomly which included SBP, NBP, HBL,
MCB, ABL & Standard Chartered Bank for data collection. Convenient sampling method was
used to collect the data and employees of banking sector were a unit of analysis for our study.
Eight hundred & fifty questionnaires were distributed out of which 433 questioners were
responded (51% approximately).
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3.2. Measures
The questionnaire consisted of 30 items. There were 3 main variables that divided
the questionnaire into main three sections i.e. T&D section, Motivation section, and
Performance section (13, 6, and 8 respectively). It is an empirical study in which researchers
got filled the questionnaire from a different level of bank’s employees. Respondents were
asked to give their response on a five-point Likert scale ranging from 1 (strongly disagree) to 5
(strongly agree).

3.2.1. Training and development
Training and development can be defined as the intended learning capabilities
that teach workers how to fulfill existing and future responsibilities. This variable was
measured by implementing scale from research of Truitt, D. L. (2011) with Cronbach alpha of
0.915.

3.2.2. Employee motivation
Employee motivation is one of the technique of managers to raise effective job
management amongst workers in the company (Shadare et al, 2009).

This variable is

dignified by implementing scale from research of Miner, J. B., & Smith, N. R. (1982).
Cronbach alpha for this scale was 0.87.

3.2.3. Employee’s job Performance
There is no doubt that workers are the building blocks of an organization. This
variable is dignified by implementing the three item scale of Rodwell, Kienzle., & Shadur
(1998) and Cronbach alpha for this scale was 0.77.

4.0 ANALYSIS & DISCUSSION
Multiple regression analysis
In order to check mediation, hierarchal regression analysis is used.
Y= ά0+β1x1+β2x2+ €0
β1= Coefficient of Independent variable
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X1= Independent variable
β2= Coefficient of mediating variable
X2=Mediating Variable
€0= Error
For hierarchal regression analysis three step process is used.
Step 1: Direct Effect of Training and Development on Job Performance.
First direct effect of independent variable which is training and development on job
performance is tested.
Table.1 Effect of Training and Development on Job Performance

R Square

T&D

J.P

F

Beta

218.622

.518

(.000)

(.000)

.268

a. Predictors (constant), T&D
b. Dependent variable: Job Performance
In above table, value of R square is 0.268 which means 26.8% variation in job
performance is due to variation in training and development. Value of beta shows that
1% increase or decrease in training and development causes 51.8% variation in job
performance. F shows model fit which is 218.622 which is significant at 0.000.
Step 2: Effect of Motivation (Mediator) on Job Performance.
In second step, effect of mediator which is motivation on job performance is tested.
Table 2. Effect of Motivation (Mediator) on Job Performance

M

J.P

R Square

F

Beta

.158

105.683
(.000)

.373
(.000)
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In above table, value of R square is 0.158 which means 15.8% variation in job performance is
due to variation in motivation. Value of beta shows that 1% increase or decrease in motivation
causes 37.3% variation in job performance. F shows model fit which is 105.683 which is
significant at 0.000.

Step 3: Effect of Training and Development on Job Performance in presence of
Motivation as Mediator
In this step, effect of independent variable on job performance is tested when motivation was
inserted as mediator.
Table 3. Effect of Training and Development on Job Performance in presence of
Motivation as Mediator

Model

R

F

Beta

218.622
(.000)
144.258
(.000)

.518
(.000)
.373
(.000)

Square
1

T&D

J.P

.268

2

T&D

J.P

.322

It is observed from analysis given above, that partial mediation exists as effect of training and
development on job performance is still there. Effect of training and development on job
performance is reduced from 0.518 to 0.373 when motivation was used as mediator.
Mediation is calculated as:
[(βdirect effect-βindirect effect)/βdirect effect] x 8*100
Where
[(0.518-0.373)/0.518]*100
[0.145/0.518]*100
27.99%
Mediation effect is 27.99% of total effect as shown by analysis.

5.0 CONCLUSION
This study discovered a notable and significant relationship between T & D and
employees’ performance. The relationship between training &development and employee job
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performance with mediation effect of motivation was explored. In support of the hypothesis, a
positive relationship between training & development and motivation was proved.
Furthermore, it is concluded that motivation plays the mediating role between training &
development and employee job performance.
Our result shows the generalizability of the findings of Vinesh (2014) which is
human resource practices leads to the organization overall performance. Our result proves the
findings of Snell (2008) that are training increase the capabilities of the employees. Snell’s
(2012) research showed that the direct applicability in financial market of Pakistan which
provide the competence in employees skills through training.
Research findings of the Kushnir et al, (2006) are also applicable in the context of
Pakistan culture, he said “training leads to the employee’s satisfaction and directly affect the
organization’s performance positively.” Our results revealed that Motivation had direct effect
on the employee’s performance and proved the findings of Edwards, (1991).

5.1 Managerial Implications
Present study is also helpful for managers to decide that which type of training is
necessary to be given to employees. Particularly these findings will help the managers of
banking sector to understand the employees in sense of training needed and the motivation
level needed. As the motivation of level of employees will increase, employee job performance
will also increase with an increase in knowledge skills and attitude level of employees.

5.2 Limitations of the study & Direction for Future Research
Many limitations are linked with current study. First of all this study was executed in
terms of cross sectional design so longitudinal study design can provide us different results in
which data is collected after and before the training provided to employees. Longitudinal
design of study is also recommended for future research. Secondly, data was collected from
employees so the inflated responses cannot be avoided that is why future research can be
carried out in which data should be collected from both employees and their supervisors to
match the results. Another limitation of our study is that researchers only collected the data
from banking sector so the results cannot be generalized on other sectors so the future
studies can focus other sectors in order to check the relationship of same variables in other
sectors. Moreover, climate and culture of organizations can also be taken as moderators in
future studies to check the results in accordance with culture prevailing in the firms
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