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Evaluating the effectiveness of training of
managerial and non-managerial bank employees
using Kirkpatrick’'s model for evaluation of training
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This research employs Kirkpatrick's model, to assess the efficacy of training programmes for
managerial and non-managerial employees in the banking sector using all the four compo-
nents i.e., Reaction, Learning, Behavior and Results. Data were collected from 402 respon-
dents from public, private and foreign sector banks. SEM-PLS was used to determine the
relationship between the levels of the Kirkpatrick's model for the evaluation of the training
programs of the baking sector. The results suggest that all the four levels are interlinked and
Kirkpatrick model was effective to evaluate the impact of training programs on employee
motivation and bank performance. Reactions of employees (stage 1) have enhanced knowl-
edge, and skills and has a positive and significant influence on learning (stage 2) and Behavior
through job performance (stage 3) has a positive impact on results (stage 4). The results
reflected that the adjusted R2 = 0.732 of the managerial level is more than that of the non-
managerial level (R2=0.571). This indicates that the training is more effective on the
Managerial level than the Non-Managerial level and that the managerial employees are more
skilled and experienced in their jobs. The study is novel and one of the initial contributions to
apply Kirkpatrick's model to banking sector in India.
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Introduction

raining is crucial for enhancing employee development by

emphasizing productivity optimization to meet customer

satisfaction. Banks regard it as the utmost crucial objective.
Employee training involves implementing programmes that
provide individuals with the requisite knowledge and skills to
effectively carry out a particular job or to acquire additional
competencies in anticipation of future growth in their profes-
sional careers. It is a process that aligns the growth of the
employee with the goals and procedures of the organization. The
demand for employee training in banks has intensified as a result
of the increasing competition in the banking sector. Evaluating
the effectiveness of training programmes is a crucial priority for
financial institutions. The Indian banking industry is currently
facing substantial challenges arising from deregulation, demone-
tization, digitalization, and bank consolidation. These factors
have intensified the need for job enrichment. Irrespective of their
qualifications, every bank is required to offer their employees
essential training. Induction or orientation is a compulsory
training programme for all bank employees worldwide.

Banks are employing supplementary training programmes, in
addition to induction programmes, to acquaint their employees
with specific skills in anticipation of the introduction of e-banking.
The dynamic nature of the environment has required an evaluation
of the employee training and development programmes. Rani and
Garg (2014) argue that it is extremely important to create a training
culture that is integrated and systematic among bank employees,
rather than providing training on an as-needed basis. According to
Das (2018), it is crucial for financial institutions to establish a
training system that is comprehensive and includes both quantita-
tive and qualitative elements. In order to accomplish this, it is
imperative to create specialized software for skill training and
recruit the most highly qualified trainers available to incentivize
them to engage in research and cultivate expertize. Furthermore, it
is imperative to establish a proficient system for appraising training
requirements and assessing performance. The need for enhanced
training facilities and evaluation methods in the banking industry
highlights the importance of creating a model that can accurately
identify the required conditions to reflect the current state of banks.

Kirkpatrick’'s Model, developed in 1954, made a substantial
contribution to the formulation of strategies aimed at ensuring the
acquisition of behavior and skills. The present study assessed the
training programmes for banking employees utilizing Kirkpatrick’s
four-tiered model. Employing Kirkpatrick’s model for evaluation is
crucial for gauging the overall efficacy. This will streamline the
process of evaluating whether to continue with the training pro-
gramme, terminate it, or make any required modifications. The
study elucidates the utilization of Kirkpatrick’s model to develop a
framework that is effective for the banking sector to evaluate the
effectiveness of training for bank employees and to measure the
influence of that training on their behavioral results.

The present study is further classified on the basis of the
objectives given below:

O1: To examine the reactions of the employees on their
learning ability, learning on the behavioral changes of the
employees and the impact of the Behavior on the overall Results
of the training.

02: To analyze the impact of training on the Managerial and
the Non-Managerial levels of the Banking Sector

03: To create a Model based on the impact of reactions on
learning ability, learning on the behavior of the employees and
finally analyzing the results to incorporate changes in the training
program separately for both the Managerial and the Non-
Managerial levels.

Many researchers employ Kirkpatrick’s Model to evaluate
training programmes. As the level of evaluation increases, the
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process becomes more difficult and time-consuming. The bank-
ing industry, being a major contributor to the global gross
domestic product, has created employment opportunities for
billions of individuals across the globe. Therefore, it is the
responsibility of financial institutions to make sure that their staff
members receive sufficient training and that the training pro-
grammes are regularly evaluated. Training the current staff is a
more cost-effective option compared to hiring a high-priced
professional. Training is a means by which employees gain
organized knowledge to enhance their skills, growth, and cultivate
a favorable mindset towards carrying out a particular job. Profi-
cient employees are crucial to a company’s success (Mathur and
Pandaya, 2019). The significance of offering employees timely
and pertinent training is emphasized by the scarcity of resources
and the increasing expectations, as elucidated by Benson and
Dundis (2003). Despite assessment being a crucial component of
staff training processes, Rajeev et al. (2009) claim that training
programmes are inconsistent and lacking in adequate evaluation.
Therefore, drawing from these viewpoints, the present study
endeavors to offer a response to the subsequent research question:

Does data from training program implemented at the
banking industry support the use of Kirkpatrick’s Model for
evaluation (Kirkpatrick and Kirkpatrick, 2006)?

The following is the outline of the article. In “Introduction”, we
build on what has been learned from the previous literature to
show how important the training programmes are and to argue
that they should be regularized soon so that performance and
results can improve. This section also explains the original
Kirkpatrick’s model and how the study built upon it to use a
conceptual model to evaluate the impact of training programmes
for bank employees. “Literature Review” details a review of pre-
vious research that focused on how training affected the outcomes
for scientists who have used Kirkpatrick’s Model. “Theoretical
Underpinning and hypotheses development” then moves on to
talk about how theories and hypotheses development. Also
included here is a comprehensive rundown of all the steps needed
to evaluate the training methods. “Research Design and Metho-
dology” details the study’s population, sample, scale, and meth-
odology. Using the four stages of Kirkpatrick’s Model—Reaction,
Learning, Behavior, and Results—this study aims to construct a
PLS-SEM-based model to evaluate training programmes. “Data
analysis” provides a comprehensive summary of the investiga-
tion’s findings. Discussion, limitations, implications, and sug-
gestions for further study make up “Discussion and conclusion”.

Literature review

Evaluation of training entails systematically reviewing descriptive
and judgmental data necessary for making good training deci-
sions (Werner and DeSimone, 2012). Assessing the impact of
training on the behavioral modifications of the organization’s
employees is one of the main procedures to determine the efficacy
of the training. An in-depth assessment is required for every
training programme before its worth can be determined. The
training has a significant impact on how employees behave within
an organization. Employees’ improved behavior is a direct result
of their training’s emphasis on knowledge retention, skill devel-
opment, and situational awareness. According to Mohamed et al.
(2012), when it comes to assessing training programmes, Kirk-
patrick’s Model works well for knowledge transfer from the
individual to the workplace. In the 50 years after its inception,
Kirkpatrick’s model has remained the gold standard for assessing
the efficacy of training (Saxena, 2020). Evaluating training in the
banking industry should focus more on the training itself, not just
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The Results comprise of the Benefits of the Training to the Bank Staff

Employees Behavioural changes are observed after the application
of the training skills with the advent of Digitalization,
Demanetization, Consolidation of Banks and Job Enrichment

BEHAVIOUR

To measure and analyse the impact of training has had on the
Banking performance and individual performance of the
employees.

To measure that how much has the training influenced the
behaviour of the participants and to evaluate how they apply the
X information gathered through training programs.

With the help of BSC (Balanced Scorecard) and its four
perspectives ( Financial, Customer, Internal Business Process
and Growth ( Environmental and Social) the content

LEARNING

To measure that how much of the information was
absorbed effectively by the bank staff.

evaluation was done.

Experienced based reactions and employees thoughts REACTION
about training programs is considered in reactions.

To measure the trainees initial reaction to gain an
understanding reagrding the training program.

Fig. 1 Kirkpatrick's Model with respect to Banking Staff Training Programs.

the results, to increase the effectiveness of training for employees.
As a result, this study used Kirkpatrick’s four-leveled model to
evaluate the training procedure’s effectiveness.

The current study utilized the conceptual framework of Kirk-
patrick’s Model (Fig. 1) to analyse the impact of training on the
banking staff. The evaluation process is broken down into four
separate steps according to the Kirkpatrick model. Included in this
category are Reactions, Behavior, Learning, and Outcome. Training
evaluation is important and crucial because if the results aren’t what
were hoped for, then the whole training process was a waste of time
and money. Overall, the research has used all four levels of Kirk-
patrick’s Model to evaluate the benefits of training programmes in
the banking industry. Adapted from Kirkpatrick’s model, Fig. 1
shows the stages used to evaluate the effectiveness of training for
banking sector employees. Employee reactions to the training itself
make up the first phase. The next step is to put all that training into
practice by learning new things that are relevant to what you
already know. In the third phase, workers adjust their actions in
accordance with what they’ve learned and how they’ve handled
certain situations so that the bank can run more smoothly. The last
step is to evaluate the findings in the context of the overall efficiency
and effectiveness of the banking industry and its personnel.

In Level 1 the reactions of the employees to the training pro-
grams are considered and measured for further imparting in
depth information and skills. Level 1 consists of the various
training programs i.e., On the Job training, Off the Job training
and Special training being imparted to the trainees and to observe
their reactions for the same.

Level 2 consists of the Learning and absorbing the information
being imparted with the help of BSC (Balanced Score Card) and
its four perspectives i.e., Financial, Customer, Internal Business
Process and Growth (Social and Environmental) perspectives.

Level 3 consists of the behavioral changes as a result of the
factors affecting the Banking environment and job performance
w.r.t. Digitalization, Demonetization, Job Enrichment; and Con-
solidation of banks.

Level 4 concludes with results for assessing the training pro-
grammes’ overall effectiveness, as measured by the benefits to
employee motivation and bank performance.

Literature support and application of Kirkpatrick model in
different sectors is depicted through Table 1.

Theoretical underpinning and hypotheses development. The
purpose of this research is to look at how the four stages of

Kirkpatrick’s Model (Reactions, Learning, and Behavior) interact
with each other. This research set out to clarify how these phases
differ at the managerial and non-managerial echelons.

In order to compare how well the three different training
methods employed, we use the first level of Kirkpatrick’s model.
Employees’ knowledge, attitudes, behaviors, and performance are
all improved through on-the-job training. Creative output, goal
attainment, and monetary gain are all profoundly affected.
According to Lin and Hsu (2017), there is a positive relation
between on-the-job training and employees’ work performance,
personality traits, work behavior, and overall job achievement.
Lynch (2014) found the opposite to be true: that off-the-job
training increases the probability of employee turnover, while on-
the-job training increases tenure. Since off-the-job training is
more targeted and on-the-job training is broad, he argues that
women are more inclined to quit an employer when it comes to
the former. It is essential to provide staff with specialized training
to help them interact with customers effectively, according to Ali
and Ratwani (2017), because employees’ attitudes change and
vary in response to customer demands. Workers are empowered
to perform to their full potential when they have access to a well-
crafted training programme.

H1: There is a difference in reactions to different forms of
training (On the Job, Off the Job and Special training) for
managerial and non-managerial employees.

H1la: There is a difference in reactions to different forms of
training (On the Job, Off the Job and Special training) for
managerial employees.

H1b: There is a difference in reactions to different forms of
training (On the Job, Off the Job and Special training) for
non-managerial employees.

Kirkpatrick’s model associates Level 2 with learning based on
training. There can be no greater importance than figuring out
how much training has improved knowledge and abilities to
positively impact learning. Although there are a variety of models
that can be used to evaluate learning, the balanced score card
(BSC) is used in this study to examine how reactions impact
learning. According to Tuan’s (2020) research, commercial banks
in Vietnam saw substantial gains in performance after adopting
the balanced scorecard as an evaluation tool. Organizations can
benefit from BSC because it allows for more balanced evaluations
of bank and employee performance in addition to overall
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Table 1 Supportive literature on Kirkpatrick's model for evaluating training programs in different sectors.

Author Kirkpatrick's Level Evaluation in different spheres Results
Rajeev et al. All four Reaction, Evaluation of biochemical, biotechnology and The trainees gained knowledge and practical
(2009) Learning, Transfer, microbiological techniques skills significantly.

Rahman et al.
(2019)

Moldovan (2016)

Vizeshfar et al.
(2018)

Mohamed and
Alias (2012)

Ulum (2015)

Ozturan and Kutlu
(2010)

Tan and Newman
(2013)

Yi et al. (2020)

Passmore and
Velez (2012)

Rafiq (2016)

Hamtini, (2008)

Bijani et al. (2018)

Rouse, (2011)

Results

All four Reaction,
Learning, Transfer,
Results

All Four Reaction,
Learning, Transfer,
Results

All four Reaction,

Learning, Transfer,
Results

All four Reaction,
Learning, Transfer,
Results

All four Reaction,
Learning, Transfer,
Results

Reaction, Learning,
Results

All four Reaction,
Learning, Transfer,
Results

All four Reaction,
Learning, Transfer,
Results

All four Reaction,
Learning, Transfer,
Results

All four Reaction,
Learning, Transfer,
Results

All 3 Levels Reaction,
Learning, Transfer

All four Levels Reaction,
Learning, Transfer, and
Results

All three levels Reaction,
Learning, and Transfer

Evaluation of the REMODE training programme to
increase the entrepreneurship knowledge relating
to aquaculture industry.

Development of a new eQvet-us training model
and evaluation on the basis of the model
developed.

Evaluation of the effectiveness of the health
volunteers complementary training programme
on first aid.

The Effectiveness of Training programs in Banking
Sector is evaluated in the study.

Program evaluation as an aspect of Education.

Examine the level of employee satisfaction in the
companies where e-learning is used as a
corporate tool.

This study investigates the application and scope
of the sales training, types of evaluation method
utilized, measures the effectiveness of the sales
programs and remedial actions taken to improve
training effectiveness.

Evaluation of International Pharmacy Educational
Programs (IPEP) is investigated in the study.

Development of a new model foe evaluation in a
more collaborative and analytical manner.

Evaluating the effectiveness of training programs
for Pakistan International Airlines (PIA).

Evaluation of the E learning Programs in the
Education Sector

Evaluation of the training programs in the Nursing
educational training programs

Evaluation of the HIM courses

Researchers found that participants’ behavior
changed as they learned about business
diversification, growth, product innovation, and
record management.

The model helped trainees plan their intervention
and identify training transfer and business results
factors.

The results showed that participants’ first aid
knowledge increased. Overall model
effectiveness was observed with the model. It
reduced training effectiveness evaluation time
and cost.

Study results showed that respondents were
satisfied with module content, speaker
facilitation, and knowledge gained.

The study found Kirkpatrick's Model suitable for
education programme evaluation.

The model only accounts for 2.1% of satisfaction.
The learning-based satisfaction model is also
significant, accounting for 0.4%.

This research demonstrates increased sales
force productivity.

Students who attended the programme
expressed high levels of satisfaction. They
reacted positively. There was no statistical
difference in the learning level.

Additional efforts may be required to improve
students’ clinical practice competency in the
future.

The SOAP Model was created using Kirkpatrick's
framework and a few other frameworks as the
foundation for developing a collaborative model
for evaluation.

The model developed considers individuals'
potential, as well as additional meta-analysis for
future research and scope.

Participants showed positive reactions while
learning and developing new skills. The
participants particularly benefited from the soft
skills training.

The existing training models are inadequate for
e-learning environments. The results conclude
that learning occurs within the organization and
that it is mutually beneficial to both the
organization and the individual employees.
Level 1 (Reaction) effectiveness evaluation
showed poor performance by experimental
groups.

Level 2 (learning) evaluation scores are average.
Level 3 results showed poor performance before
intervention but improved after educational
intervention.

Level 4 results show no significant performance
change before and after interventions.

The HIM course evaluation was accurate
because all three levels were used. The fourth
level, which considers systemic or organizational
impact, was not used.
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Table 1 (continued)

Author Kirkpatrick's Level

Evaluation in different spheres

Results

Two levels Reaction and
Learning

Aryadoust, (2016)
level writing course

Baskin, (2001) Three Levels Learning,
Transfer, and Results
All four levels Reaction,
Learning, Transfer, and

Results

online course
Abdelhakim et al.

(2018) programs

Evaluation of the training programs of the tertiary

Evaluation of the effectiveness of the collaborative

Evaluation of the cabin crew food safety training

This study uses the first two levels. The
Kirkpatrick's model lacks guidelines for assessing
the effectiveness of techniques and
methodologies, so only first two levels were used
to guide survey-based methods.

Based on Kirkpatrick's model's levels two, three,
and four, the study was successful.

The study suggests evaluating food safety and
utility.

company performance. Consequently, the BSC and its four
perspectives greatly influence employee performance because they
make it easier to evaluate their learning capacity.

H2: There is a difference in the learning ability of
managerial and non-managerial employees for the four
perspectives, viz. financial, internal business process,
customer and growth (social and environmental)
perspectives.

H3: The reactions to the training (Level 1) has a significant
influence on learning (Level 2).

H3a: The reactions to the training (Level 1) has a significant
influence on learning (Level 2) for the managerial
employees.

H3b: The reactions to the training (Level 1) has a significant
influence on learning (Level 1) for the non-managerial
employees.

In Kirkpatrick’s model, the impact of actions on productivity in
the workplace is investigated at the third level. Thanks to this
insightful evaluation data, we can improve the training
programmes with confidence. We looked at it in this study by
analyzing the efforts of the employees to adjust to the constantly
shifting business climate, which encompassed digitalization,
demonetization, and bank consolidation. Furthermore, it tackles
diversity through enhancing job opportunities. The factors that
impact performance and the ways in which employees cope with
these factors are the causes of behavioral changes. Workers in the
banking industry have been able to improve their efficiency,
manage customer relations better, offer services that go beyond
their physical capabilities, and handle information management
more effectively thanks to digitalization. Based on statistical
evidence presented by AL-Ahdal et al. (2018), demonetization
had a substantial impact on the firm’s financial performance.
Zunzunegui (2018) asserts that modern banks give their
customers more control over their personal data, which they
can then use in partnership with tech companies to improve their
services and earn their trust. A number of elements affect
employee motivation, including job enrichment, pay, and training
opportunities. Each company needs to find a good way to pay
their employees and provide them opportunities to grow
professionally and personally (Tumi et al. 2021). When it comes
to banking institutions, high-performance work systems are a
great way to boost productivity and output.

Since the merged banks are still following all applicable laws
and regulations, Prakash et al. (2018) state that consolidation has
had no effect on the long-term viability of the banking industry.
Declining production, branch closures, unregulated customer
service, and increased employee workload are the main challenges

facing India’s baking industry. Just as Kambar (2019) asserted.
The current research looks at how employees’ actions are
correlated with their attempts to adjust to ever-changing
corporate conditions, including digitalization, demonetization,
bank consolidation, and job enrichment, in order to evaluate
performance at this level.

H4: There is a difference in the Behavioral changes of
managerial and non-managerial employees w.rt to the
factors influencing the functioning of the banks (Digitaliza-
tion, Demonetization, Job Enrichment and Consolidation
of Banks).

H5a: Learning (level 2) has a significant influence on
Behavioral changes (level3) of the managerial and non-
managerial employees.

H5a: Learning (level 2) has a significant influence on
Behavioral changes (level3) of the managerial employees.

H5b: Learning (level2) has a significant influence on
Behavioral changes (level 3) of the non-managerial
employees.

Training has several positive effects on performance, including
but not limited to: employees’ capacity for self-management,
technical skill development, cross-cultural competence, innova-
tion, and tacit expertize (Aguinis and Kraiger, 2009). Methods
used to educate employees have a significant impact on a
company’s image (Clady, 2018). Benefits include individual and
team financial health as well as national financial health (Janev
et al., 2018).

To get the most out of training, it’s important to pay attention
to the following: need assessment, trainees’ pre-training state,
training design and delivery, training evaluation, and training
transfer. Providing training to employees has many benefits, but
only if the evaluation is done correctly. Therefore, it is necessary
to investigate the benefits of training in relation to the
performance of the bank and the motivation of its employees.
A well-organized training programme is essential for all employ-
ees, including those in managerial and non-management roles. At
the managerial levels, competences and skills matter greatly.
Finding qualified candidates for managerial positions at all levels
is difficult for most companies. Aslan and Pamukcu (2017) opine
managers are in a position to make choices that might have a
major impact on their employees’ emotional and physical well-
being. Training that takes place in an organizational context also
has an effect on the managers’ mental health and their level of
competence. The authors of the study are Yahya and colleagues
(2018). Therefore, it is highly beneficial to have a structured
training programme for managers in the banking sector. Research
into the impacts of development and training programmes on
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Table 2 Construct reliability and validity: managerial employees.

Cronbach’'s Alpha rho_A Composite Reliability Average Variance Extracted (AVE)
Reactions 0.826 0.878 0.895 0.741
Learning 0.915 0.916 0.940 0.799
Behavior 0.798 0.813 0.868 0.623
Results 0.748 0.750 0.888 0.798

Source: Self Constructed.

banking industry managers and non-managers is, therefore,
essential, as is an evaluation of the present training programmes’
ability to boost productivity in the banking sector.

He6: Behavioral changes (level 3) has a significant impact on
the results, viz. individual and bank performance (level 4)
for managerial and non-managerial employees.

Heé6a: Behavioral changes (level 3) has a significant impact on
the results, viz. individual and bank performance (level 4)
for managerial employees.

Hé6b: Behavioral changes (level 3) has a significant impact on
the results, viz. individual and bank performance (level 4)
for non-managerial employees.

H7: Training has a significant impact on results, viz.
individual and bank performance for managerial as well as
non-managerial employees.

H7a: Training has a significant impact on results, viz.
individual and bank performance for managerial employees.

H7b: Training has a significant impact on results, viz.
individual and bank performance for the non-managerial
employees.

The next stage is to give details of dataset, research design and
methodology. This has been covered in “Data analysis”.

Research design and methodology

Target population and sample size. Data for the present study
were gathered from employees of public, private, and foreign sector
banks via a structured questionnaire. The responses pertain to the
banks’ contribution to the Indian economy, with public sector banks
accounting for 66%, and private sector banks for 28% and foreign
banks 6%. A grand total of 402 responses were gathered for the
purpose of analysis and interpretation, despite the data collection
being impeded by the Covid-19 pandemic. There are 125 banks
from the public sector, 55 banks from the private sector, and 15
foreign banks included in the count. The research encompasses the
following financial institutions: Axis, Punjab National Bank, SIDBI,
IDBI, Yes Bank, ] & K bank, Canara, Punjab and Sind Bank, Punjab
Gramin Bank, Syndicate Bank, and State Bank of India. Branch
heads, assistant managers, regional heads, senior managers, associ-
ates, probationary officers, clerks, and chief managers were among
the personnel affected. A further division was made into level 1
(managerial personnel) and level 2 (non-managerial personnel). The
primary objective of this research is to utilize Kirkpatrick’s Model in
order to improve the efficiency of training programmes for man-
agerial and non-managerial personnel in the banking industry.

Research methods. The current investigation employed PLS-SEM
model to ascertain the proposed measurement and structural
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Table 3 Fornell-Larker criterion & HTMT ratios managerial
employees.

Behavior Learning Reactions Results
Behavior 0.789
Learning 0.793 0.894
Reactions 0.667 0.763 0.861
Results 0.756 0.809 0.833 0.893
Heterotrait-Monotrait Ratio (HTMT)
Behavior
Learning 0.817
Reactions 0.658 0.547

Source: Self Constructed.

model, which is a widely recognized and utilized technique across
multiple research domains. Legate et al. (2023) found that for
many years, Covariance-based Structural Equation Modeling
(CB-SEM) has been the method of choice for interpreting intri-
cate interrelationships between latent and observed variables. In
2010, a relatively greater number of published articles incorpo-
rated PLS-SEM, as reported by Hair et al. (2017). Perceptron-Last
SEM (PLS-SEM) is a causal predictive methodology within SEM
that prioritizes prediction when assessing statistical models
designed to provide imaginative explanations (Wold, 1982;
Sarstedt et al., 2017). PLS-SEM is typically applied to data with
non-normal distribution and small sample sizes. It facilitates the
estimation of values for numerous interdependent relationships
among variables and the application of construct measurement
(Ittner et al. 1997). Given the limited sample size, extensive
application, and general acceptance of PLS-SEM, it was deemed
appropriate to utilize this method to assess the efficacy of training
in the banking industry.

Data analysis

Kirkpatrick’s model for evaluation of effectiveness of training
for managerial employees

Measurement model

Reliability and validity: Before analyzing Kirkpatrick’s model’s
four tiers, construct reliability and validity have been assessed.
According to Fornell and Larcker (1981), factor loadings and
average variance extracted (AVE) are used to assess construct
convergent validity. Table 2 shows that the AVE ranges from
0.623 to 0.799, meeting Brown and Moore (2012)‘s threshold.
Nunnally (1978) considered composite reliability (CR) values
acceptable if they meet 0.70. Cronbach Alpha values range from
0.748 to 0.915, while composite reliability is 0.868 to 0.940. The
model has acceptable construct validity and reliability.

Discriminant validity: Discriminant validity was determined by
comparing square root of AVE values to inner construct corre-
lations. Table 3 shows that square root of AVE was greater than
construct correlations, indicating acceptable discriminant validity.
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The HTMT criterion aids discriminant validity assessment. As
per HTMT criterion, the acceptable level of discriminant validity
is suggested to be less than 0.90 between reflective constructs
(Hair and Alamer, 2022). Kirkpatrick’s Model’s four stages had
values below 0.90. Thus, discriminant validity between variables is
established. Given that all the stipulations have been fulfilled, it
was deemed suitable to proceed with the analysis.

Variance inflation factor: Variance Inflation Factor VIF values
greater than 3 reflect the presence of collinearity (Hair, Ringle and
Sarstedt 2011). As reflected through Table 4, all VIF values are all
lesser than the threshold limit of 3, therefore no indicator was
removed.

The study was done with the major objective to examine the
effectiveness of training on managerial employees with the help of
Kirkpatrick model, basically to examine the impact of training
programs on results, viz. employee motivation and bank
performance (Table 5). Before continuing structural modeling,
all factor outer loadings must be checked. All factors had
significant values (p<0.01) and values above 0.70 (threshold
level). No factor was eliminated.

The four levels of Kirkpatrick model are: reaction to training;
learning w.r.t. financial, internal business process, customer and
growth (social and environmental) perspectives; behavior; and
results were taken to analyze the impact of training on the
performance of the employees and bank performance (Fig. 2).
This study examined how reactions affected on-the-job, off-the-
job, and special training programmes. The initial hypothesis: H1:
There is a difference in reactions to different forms of training (On
the Job, Off the Job and Special training) for managerial and non-
managerial employees. Table 6 shows that on-the-job training has
0.914 outer weights, off-the-job training 0.911, and special

Table 4 Outer VIF: managerial employees.

Factors VIF Factors VIF
T 2.381 B1 1.988
T2 2.436 B2 1.493
T3 1.520 B3 1.567
L1 2.089 B4 1.631
L2 2.745 R1 1.553
L3 2.310 R2 1.553
L4 2.887

Source: Self Constructed.

training 0.747. Each is significant and greater than 0.70. Of these
three types of training, off-the-job training loaded more items.
The least loadings were for special training. Hla: Managerial
employees react differently to on-the-job, off-the-job, and special
training has been accepted. Findings highlight that special
training, which had lower outer weights requires added focus.

The next objective was to assess how much information was
retained and whether the training led to financial, customer,
internal business process, and growth (social and environmental)
learning. The related hypothesis is H2: There is a difference in the
learning ability of managerial and non-managerial employees for
the four perspectives, viz. financial, internal business process,
customer and growth (social and environmental) perspectives. The
outer loadings of all four learning perspectives were greater than
0.70, between 0.837 and 0.920, and significant. Thus, the training
taught financial, customer, internal business process, and growth
(social and environmental) perspectives. Hence H2 has been
empirically supported and there is a difference in the learning
ability of managerial employees for the four perspectives, viz.
financial, internal business process, customer and growth (social
and environmental) perspectives at the managerial level.

The next hypothesis linking stage 1 reactions to training to
level 2 learning is H3: The reactions to the training (Level 1) has a
significant influence on learning (Level 2). As we can see from
path co-efficient given in Table 6 and PLS-SEM Fig. 2, the Beta
value for Reactions to Training -> Learning is 0.663 and is
significant (T:14.366; p < 0.01). Thus, the reactions to the training
(Level 1) has a significant influence on learning (level 2) has been
empirically supported.

The third objective of the study was to measure how much
training has influenced learning and how learning has influenced
employee behavior to evaluate their application of information to
deal with factors influencing the banking environment and
employee performance, such as digitalization, demonetization,
bank consolidation, and job enrichment. This study examined
whether behavioral changes helped employees cope with dynamic
bank performance factors. The outer weights indicate that
employees struggled with demonetization and bank consolida-
tion. These two are recent and may require training. Thus, this
must be addressed. Results show that job enrichment and
digitalization are more important. New training modules should
cover bank consolidation and demonetization. Hence, we can say
that hypothesis H4: There is a difference in the Behavioral changes
of managerial employees w.r.t to the factors influencing the banks
(Digitalization, Demonetization, Job Enrichment and Consolida-
tion of Banks) has been accepted.

Table 5 Outer loadings: managerial employees.

Original Sample (O) Sample Mean (M) Standard Deviation (STDEV) T Statistics (|JO/STDEV|) P Values
T1 <- Reactions to Training  0.914 0.914 0.012 74.411 0.000***
T2 <- Reactions to Training  0.911 0.910 0.014 64.415 0.000***
T3 <- Reactions to Training  0.747 0.746 0.048 15.4M 0.000***
L1 <- Learning 0.837 0.838 0.036 23.237 0.000***
L2 <- Learning 0.920 0.920 0.014 66.230 0.000***
L3 <- Learning 0.896 0.895 0.018 50.666 0.000***
L4 <- Learning 0.917 0.916 0.016 57.466 0.000***
B1 <- Behavioral Changes 0.859 0.859 0.030 28.321 0.000***
B2 <- Behavioral Changes 0.719 0.719 0.057 12.694 0.000***
B3 <- Behavioral Changes 0.767 0.761 0.048 15.942 0.000***
B4 <- Behavioral Changes 0.804 0.803 0.034 23.570 0.000***
R1 <- Results 0.900 0.899 0.018 49.258 0.000***
R2 <- Results 0.886 0.885 0.022 40.142 0.000***
Source: Self Constructed.
***p <0.001.
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Fig. 2 Kirkpatrick's Model for Evaluation of effectiveness of training for Managerial Employees.

Table 6 Path coefficients: managerial employees.
Original Sample (O) Sample Mean (M) Standard Deviation (STDEV) T Statistics (JO/STDEV|) P Values
Reactions to Training -> Learning 0.663 0.665 0.046 14.366 0.000***
Learning -> Behavioral Changes  0.793 0.793 0.036 21.931 0.000***
Behavioral Changes -> Results 0.856 0.856 0.024 35.409 0.000***
R Square R Square Adjusted
Learning 0.440 0.437
Behavior 0.628 0.626
Results 0.733 0.732
p<.05. **p<.01. ***p<.001

The next hypothesis was linking learning with Behavioral
changes. As we can see from path co-efficient given in Table 6
and PLS-SEM Fig. 2, the Beta value for Learning -> Behavioral
changes is 0.663 and is significant (T: 21.931; p <0.01). Thus,
Hba: Learning (level 2) has a significant influence on Behavioral
changes (level3) of the managerial employees had been empirically
supported.

Lastly, the results were measured and analyzed to observe
whether the Behavioral changes through job performance (level 3)
have a positive impact on results, viz. employee motivation and
bank performance (level 4). Outer weights of benefits in terms of
employee motivation and bank performance are quite high.
Moreover, the Beta value for Behavioral changes -> Results is
0.856 and is significant (T: 35.409; p < 0.01). On the basis of these
results, we accept H6a: Behavioral changes (level 3) has a
significant impact on the results, viz. individual and bank
performance (level 4) for managerial employees.

The highlighted paths of bootstrapping results are shown
through Fig. 3. All paths are significant as indicated through the
Fig. 3.

The last hypothesis is H7a: Training has a significant impact on
results, viz. individual and bank performance for managerial
employees. The effectiveness of training for managerial employees
can be gauged from the R? value of 0.733 and adj. R? value of
0.732 suggesting that this model for managers explains 73.2% of

8

total variation. The total effects are also shown through Table 7,
highlight Reactions to Training -> Learning (0.663); Reactions to
Training -> Behavioral Changes (0.526) and Reactions to
Training -> Results (0.450) are all significant. Further Learning
-> Behavioral Changes (0.793) and Learning -> Results (0.679)
are also positive and significant. Lastly, Behavioral Changes ->
Results. The beta value is high (0.856) and is also positive and
significant. Training-related learning, behavioral changes, and
results are all important. Behavioral changes and results from
further learning are also positive and significant. Last, Behavioral
Changes -> Results is positive and significant. Thus, H7a is
empirically supported. The training programmes improved
employees’ skills to cope with the dynamic banking sector and
factors affecting bank performance, which significantly impacted
employee motivation and bank performance.

Kirkpatrick’s model for evaluation of effectiveness of training
for non-managerial employees

Reliability and validity. For the four levels of Kirkpatrick’s model,
it is vital to assess the reliability and validity of constructs for
non-managerial level. The non-managerial model has AVE
between 0.637 and 0.914 (Table 8). Composite reliability is
0.873-0.945 and Cronbach Alpha is 0.805-0.923. Model construct
validity and reliability are good for non-managerial level too.
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Fig. 3 Bootstrapping Model for Kirkpatrick's Model Evaluation of effectiveness of training for Managerial Employees.

Table 7 Total effects: managerial employees.
Original Sample Sample Mean Standard Deviation T Statistics (|O/ P Values
(0) (M) (STDEV) STDEV))
Reactions to Training -> Learning 0.663 0.665 0.046 14.366 0.000***
Reactions to Training -> Behavioral 0.526 0.528 0.052 10.195 0.000***
Changes
Reactions to Training -> Results 0.450 0.452 0.052 8.653 0.000***
Learning -> Behavioral Changes 0.793 0.793 0.036 21.931 0.000***
Learning -> Results 0.679 0.679 0.045 15.183 0.000***
Behavioral Changes -> Results 0.856 0.856 0.024 35.409 0.000***
*p<.05. **p<.01 **p <.001.

Table 8 Construct reliability and validity: non-managerial employees.

Cronbach's Alpha rho_A Composite Reliability Average Variance Extracted (AVE)
Reactions to Training 0.805 0.878 0.882 0.715
Learning 0.923 0.924 0.945 0.812
Behavioral Changes 0.807 0.860 0.873 0.637
Results 0.907 0.910 0.940 0.814

Source: Self Constructed.

Discriminant validity. As shown through Table 9, the discriminant
validity is also acceptable for non-managerial employees. The
square of AVE values is higher than inner construct correlations
and HTMT ratios are below 0.90 and are thus acceptable.

Variance inflation factor. Variance Inflation Factor VIF values
should not exceed 3. The absence of collinearity is illustrated in
Table 10 for the outer VIF are less than 3 (Hair, Ringle, and
Sarstedt, 2011). Thus, we proceeded with all indicators, for fur-
ther analysis.

The initial hypothesis associated with the Kirkpatrick model
for assessing the impact of training on outcomes is as follows:

H1b: Non-managerial employees exhibit distinct responses to
various types of training (on-the-job, off-the-job, and special
training). The outer weights for On-the-Job training (0.880), Off-
the-Job training (0.921), and Special Training (0.724) are detailed
in Table 11. This indicates that employees at the non-managerial
level place greater importance on off-the-job training, as it carries
the highest loading. This differs from managerial levels, where
on-the-job training carries a greater workload. The fact that
special training entails reduced workloads for both managerial
and non-managerial personnel may suggest that these aspects
should be prioritized in future efforts to enhance this form of
training. Specialized training is in greater need of attention in
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light of recent developments in the banking industry. None-
theless, all of these values exceed 0.70 and were thus significant.
As a result, the hypothesis H1b, which states that non-managerial
employees respond differently to various types of training (on-
the-job, off-the-job, and special training), is supported. At banks,
it is time to transition from routine orientation programmes to
alternative formats.

The next objective was to investigate the relationship between
responses to training (Level 1) and learning (Level 2), specifically
from the perspectives of finance, customers, internal business
processes, and growth (social and environmental aspects). H2b:
There is a difference in the learning ability of non-managerial
employees for the four perspectives, viz. financial, internal
business process, customer and growth (social and environ-
mental) perspectives. The outer loadings of all the four
perspectives of learning were greater than 0.70, in the range of

Table 9 Fornell-Larker criteria and HTMT ratios: non-
managerial employees.

Behavior Learning Reactions Results
Behavior 0.798
Learning 0.71 0.901
Reactions 0.702 0.789 0.846
Results 0.737 0.757 0.788 0.902
Heterotrait-Monotrait Ratio (HTMT)
Behavior
Learning 0.792
Reactions 0.734 0.749
Results 0.768 0.805 0.851
Source: Self Constructed.
Table 10 Outer VIF: non-managerial employees.
Factors VIF Factors VIF
T 1.996 B1 2.235
T2 2.229 B2 1.529
T3 1.486 B3 1.372
L1 2.596 B4 2.858
L2 2.258 R1 2.198
L3 2.644 R2 2.198
Source: Self Constructed.

0.879 and 0.915 with p <0.01. Hence, it can be inferred that the
training led to learning from financial; customer; internal
business process; and growth (social and environmental)
perspectives. Hence, this hypothesis has been empirically
supported for non-managerial employees. The third hypothesis
was whether reactions to training (level) were influencing level 2
learning. As we can see from path co-efficient given in Table 12
and Fig. 4, the Beta value for Reactions to Training ->Learning is
0.589 and is significant (T: 14.058; p<0.01). Therefore, H3b,
which states that non-managerial employees’ reactions to the
training (Level 1) have a substantial impact on their learning
(Level 2), is supported by empirical evidence.

After analyzing relation between reactions to training to
learning, the next step was to relate learning with behavior. It was
to examine whether this learning through behavioral changes
helped employees to deal effectively with the dynamic factors, viz.
Digitalization, Demonetization, Consolidation of banks and
behavioral changes related with Job Enrichment. The loadings
for behavioral changes related with Job Enrichment had highest
loading indicating its supremacy. From behavioral changes
related Consolidation of banks, had the lowest loading, and
Demonetization to had lesser loading, indicating that non-
managerial employees were not dealing with Consolidation of
banks and demonetization effectively. Consequently, we can say
that hypothesis H4: There is a difference in the Behavioral
changes of non-managerial employees w.r.t to the factors
influencing the banks (Digitalization, Demonetization, Job
Enrichment and Consolidation of Banks) has been accepted.

The next hypothesis was to see whether learning is related with
Behavioral changes. As we can see from path co-efficient given in
Table 12 and Fig. 4, the Beta value for Learning -> Behavioral
changes is 0.711 and is significant (T:17.485; p < 0.01). Thus, H5a:
Learning (level 2) has a significant influence on Behavioral
changes (level3) of the non-managerial employees had been
empirically supported.

It is vital to access whether the Behavioral changes through job
performance (level 3) have a positive impact on results, viz.
employee motivation and bank performance (level 4). Outer
loadings of benefits in terms of employee motivation and bank
performance are quite high. Moreover, the Beta value for
Behavioral changes -> Results is 0.757 and is significant
(T:20.302; p<0.01). On the basis of these results, we accept
H6b: Behavioral changes (level 3) have a significant impact on the
results, viz. individual and bank performance (level 4) for non-
managerial employees. The highlighted paths of bootstrapping

Table 11 Outer loadings: non-managerial employees.
Original Sample (O) Sample Mean (M) Standard Deviation (STDEV) T Statistics (|JO/STDEV|) P Values
T1 <- Reactions to Training  0.880 0.879 0.018 48.053 0.000***
T2 <- Reactions to Training  0.921 0.921 0.01 83.423 0.000***
T3 <- Reactions to Training 0.724 0.720 0.053 13.661 0.000***
L1 <- Learning 0.879 0.879 0.018 50.107 0.000***
L2 <- Learning 0.907 0.907 0.017 53.809 0.000***
L3 <- Learning 0.903 0.903 0.015 58.537 0.000***
L4 <- Learning 0.915 0.914 0.016 58.883 0.000***
B1 <- Behavioral Changes 0.865 0.865 0.016 53.365 0.000***
B2 <- Behavioral Changes 0.707 0.705 0.054 13175 0.000***
B3 <- Behavioral Changes 0.676 0.674 0.051 13.162 0.000***
B4 <- Behavioral Changes 0.918 0.918 0.010 89.920 0.000***
R1 <- Results 0.959 0.960 0.008 120.445 0.000***
R2 <- Results 0.953 0.953 0.009 100.724 0.000***
Source: Self Constructed.
***p <0.001.
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Table 12 Path coefficients: non-managerial employees.
Original Sample (O) Sample Mean (M) Standard Deviation (STDEV) T Statistics (JO/STDEV]) p-values
Reactions -> Learning 0.589 0.591 0.042 14.058 0.000***
Learning -> Behavior 0.7M 0.713 0.041 17.485 0.000***
Behavior -> Results 0.757 0.758 0.037 20.302 0.000***
R Square R Square Adjusted
Learning 0.347 0.344
Behavior 0.506 0.503
Results 0.573 0.571
p<.05. **p<.01 ***p<.001
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Fig. 4 Kirkpatrick's Model for Evaluation of effectiveness of training for non-managerial Employees.
results are shown through Fig. 5. All paths are significant as the non-managerial level with R?>=0.573 and adjusted

indicated through the Fig. 5.

The last hypothesis related with non-managerial employees is
H7b: Training has a significant impact on results, viz. individual
and bank performance for managerial employees. From R? Value of
0.573 and adj. R? Value of 0.571, it can be indicated that model for
non-managers explains 57.1% of total variation. The total effects are
also shown through Table 13. As reflected, Reactions to Training ->
Learning (0.589); Reactions to Training -> Behavioral Changes
(0.419) and Reactions to Training -> Results (0.317) are all
significant. Further Learning -> Behavioral Changes (0.711) and
Learning -> Results (0.539) are also positive and significant. Lastly,
Behavioral Changes -> Results. The beta value is high (0.757) and is
also positive and significant. Hence hypothesis H7b: Training has a
significant impact on results, viz. individual and bank performance
for managerial employees has been empirically supported. Thus, on
the basis of these results, it can be concluded that the training
programs were effective as reflected through all stages of Kirkpatrick
model. Till yet, very little research covers gauging effectiveness of
training using Kirkpatrick model. This study has set the stage,
where the differences at managerial and non-managerial level may
be considered to enhance the effectiveness of training.

Overall results highlight that in case of managerial model the
R%2=10.733 and the adjusted R% = 0.732 are higher than that for

R?=0.571. This indicates that the training is effective for both
the managerial level than the non-managerial level, but is more
successful for managerial employees.

Discussion and conclusion

The findings provide evidence that responses to training influence
learning, learning influences behavior, and behavior influences
the overall outcomes (Table 14). Training must be linked to
determinants such as demonetization, consolidation of banks,
and digitization, which have a significant impact on the overall
banking environment. Additionally, job enrichment must be
taken-into-account, particularly when attempting to influence
behavior. Four perspectives are utilized to analyse the employees’
favorable response to receiving training and assimilating the
information through learning for application: financial, internal
business process, customer, and growth (social and environ-
mental). The efficacy of training programmes as a whole is
demonstrated by the outcomes of training benefits. The
researchers in this particular domain hold optimistic views
regarding the performance of banks; however, as each passing
phase in this sector unfolds, evaluation methods must be
improved. Kirkpatrick’s model is widely utilized as a standard for
assessing programmes across diverse industries, including but not
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Fig. 5 Bootstrapping Model for Kirkpatrick's Model for Evaluation of effectiveness of training for non-managerial Employees.

Table 13 Total effects: non-managerial employees.
Original Sample Sample Mean (M) Standard Deviation T Statistics (|O/ P Values
(0) (STDEV) STDEV|)
Reactions to Training -> Learning 0.589 0.591 0.042 14.058 0.000***
Reactions to Training -> Behavioral 0.419 0.422 0.042 9.984 0.000***
Changes
Reactions to Training -> Results 0.317 0.320 0.041 7.766 0.000***
Learning -> Behavioral Changes 0.7M 0.713 0.041 17.485 0.000***
Learning -> Results 0.539 0.54 0.051 10.618 0.000***
Behavioral Changes -> Results 0.757 0.758 0.037 20.302 0.000***
*p<.05. **p<.01 **p<.001.

limited to the pharmaceutical, medical, and aviation sectors (Li et
al. 2020; Firooznia et al. 2020; Buriak and Ayars, 2019; Mishra et al.
2020). Diverse departments have implemented the various phases
of Kirkpatrick’s Model of Training Evaluation both collectively and
individually. However, the number of studies that have contributed
to the evaluation of training in the banking industry is negligible,
rendering it a pertinent subject for discourse.

The current investigation aids in the assessment of training in
the banking industry and derives its conclusions from the pri-
mary data gathered from 402 respondents. The study is pre-
dicated on an examination of the determinants of bank
performance, namely consolidation of banks, demonetization,
and digitization, as well as job enrichment. Additionally, the types
of training provided by banks, including on-the-job training, off-
the-job training, and special training, are considered. Numerous
autonomous investigations have been conducted on the correla-
tion between Kirkpatrick’s Model and the determinants of bank
performance. However, this scholarly article capitalizes on the
training’s merits and examines the aforementioned factors before
employing the Kirkpatrick’s Model for Evaluation of Training
Programmes to assess the effectiveness of the training pro-
grammes. In addition, the results emphasize the importance of

12

special training in the management of demonetization and bank
consolidation. Nonetheless, it does underscore the correlation
between bank performance and employee motivation resulting
from training programmes. Therefore, it can be deduced that the
Kirkpatrick model demonstrated efficacy in assessing the effects
of training programmes on outcomes, behavior, and learning.

Practical implications

The results of the study indicate that there is an urgent need to
train banking sector employees in accordance with their man-
agerial and non-managerial positions, and that the training they
are currently receiving is producing significant results. The
training initiatives implemented within the banking industry
exert a substantial influence on the behavior of personnel. In
response to change drivers, the managerial level is subject to a
greater number of changes than the non-managerial level. In light
of the findings of this study, it is imperative that special training
be emphasized in order to facilitate a more effective response to
the dynamic changes occurring in the banking sector, particularly
in regards to demonetization, consolidation of banks, and digi-
talization (which are change drivers). The study suggests that there
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Table 14 Hypotheses and the results.

S No Hypotheses

Status

managerial and non-managerial employees.
employees.

managerial employees.

employees.

managerial and non-managerial employees.
managerial employees.
managerial employees.

managerial employees.

H1 There is a difference in reactions to different forms of training (On the Job, Off the Job, and Special training) for
Hla: There is a difference in reactions to different forms of training (On the Job, Off the Job and Special training) for managerial
H1b: There is a difference in reactions to different forms of training (On the Job, Off the Job and Special training) for non-

H2 There is a difference in the learning ability of managerial and non-managerial employees for the four perspectives, viz.
financial, internal business process, customer, and growth (social and environmental) perspectives.
H3 The reactions to the training (Level 1) has a significant influence on learning (Level 2)
H3a: The reactions to the training (Level 1) has a significant influence on learning (Level 2) for the managerial employees.
H3b: The reactions to the training (Level 1) has a significant influence on learning (Level 1) for the non-managerial employees.
H4 There is a difference in the Behavioral changes of managerial and non-managerial employees w.r.t to the factors
influencing the functioning of the banks (Digitalization, Demonetization, Job Enrichment, and Consolidation of Banks).
H5 Learning (level 2) has a significant influence on Behavioral changes (level3) of the managerial and non- managerial

H5a: Learning (level 2) has a significant influence on Behavioral changes (level3) of the managerial employees
H5b: Learning (level2) has a significant influence on Behavioral changes (level 3) of the non-managerial employees.

H6 Behavioral changes (level 3) has a significant impact on the results, viz. individual and bank performance (level 4) for
Heéa: Behavioral changes (level 3) has a significant impact on the results, viz. individual and bank performance (level 4) for
Heéb: Behavioral changes (level 3) has a significant impact on the results, viz. individual and bank performance (level 4) for non-

H7 H7: Training has a significant impact on results, viz. individual and bank performance for managerial as well as non-

H7a: Training has a significant impact on results, viz. individual and bank performance for managerial employees.
H7b: Training has a significant impact on results, viz. individual and bank performance for the non-managerial employees.

Empirically Supported

Empirically Supported

Empirically Supported

Empirically Supported

Empirically Supported

Empirically Supported

Empirically Supported

is a necessity to concentrate on comprehending the potential
efficacy of training through behavioral modifications and learning
in order to improve job performance and the overall performance
of the bank for both managerial and non-managerial staff.

Limitations and future scope

This study is based on a sample of 402 respondents. An expansion
of the sample size could be considered in order to assess the
comprehensive efficacy of the training. An expansion of the
research could involve conducting a bank-by-bank examination of
training programmes and assessing their influence on perfor-
mance. Korde and Laghate (2015) assert that training and devel-
opment programmes have a significant influence on the
performance of banks. However, further research is required to
compare the effects of training programmes in private and public
sector banks and to offer recommendations. Based on an analysis
of training responses and performance indicators across various
banking sectors, the present study concludes that while training is
advantageous for all sectors, managerial level employees in the
banking industry necessitate particular attention in terms of
training needs and self-improvement. Subsequent research may
additionally account for the variations in training programmes,
construct an industry-specific model, and derive conclusions.
Drawing distinctions and developing a model based on an analysis
of the current training environment in the banking industry are
facilitated by the present study.

Data availability
The data supporting the findings of the study are available from
the corresponding authors upon reasonable request.
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