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Abstract

This study aimed to examine the relationship and impact of
the performance appraisal process and the training process on
employee performance in various banks operating in Palestine.
Therefore, the descriptive-analytical approach, using both SPSS and
AMIS programs to analyze the data was used. The hypotheses
proposed to be tested were verified by the research. The employees
of the banks operating in Palestine formed the study population,
and a total number of 260 were surveyed, and 254 questionnaires
were retrieved as the study sample. The expectations and
achievement theories were used to build the theoretical framework.
One of the most important results of this study is that it found
a strong relationship between the performance appraisal process
and employee performance, and the training process and
performance. It also found that the general performance of
employees is positively affected by several variables, including
the quality and transparency of the performance appraisal process
and the efficiency of the training programs that are implemented
in the banking sector in Palestine. Therefore, the researchers
recommended that it is necessary to continue working on developing
training programs, focusing on the quality and effectiveness of
the implemented programs, not the number of outputs only, and
the continuous and growing interest in the performance appraisal
process.
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1. INTRODUCTION

In light of the successive global and local challenges
facing the banking sector operating in Palestine,
which is considered one of the most important and
largest operating sectors facing these challenges,
increasing and continuous attention is required,
especially in human resources to be able to
withstand and compete (Rashwan & Kassem, 2021).
The performance appraisal process is a positive
indicator of the strength of management performance
and serves to quickly identify and address problems
that employees might encounter (Padhaya, Bhattarai,
Acharya, & Adhikari 2021). It also can benefit
the organization (Nurse, 2005). The performance
appraisal process is one of the most essential
functions of human resource management (HRM). It
is a process of continuous follow-up of employees to
evaluate their activities to correct them for the best
results. It evaluates current performance, identifies
weaknesses, addresses them, and enhances strengths
to reach the desired goals (Schoefer, Wappling,
Heirati, & Blut, 2019). The performance appraisal
process does not receive much attention in human
resource management in the Old Testament until
the United States of America adopted it in 1950 as
a means of motivation (Thanh & Toan, 2018). One
goal of the performance appraisal process is to
motivate employees and achieve the general goals
and objectives of the organization, not punishing
them but selecting suitable corrective actions
(Raveendran & Gamage, 2018). The performance
appraisal process is a challenging and delicate task
that must be carefully studied. It is subject
to comprehensive criteria to evaluate employees’
productivity to correct courses of action and achieve
the desired goals (Xu, Liu, & Gursoy, 2019).
The performance appraisal process is considered the
cornerstone of human resource management tasks.
It has an objective to increase the productivity and
quality of employees (Mayaka & Oluoch, 2018).
The performance appraisal process assists senior
management in formulating its production policies
and contributes to setting plans to achieve
the organisation’s strategic goals (Evaline & Bula,
2017). According to Kuvaas (2006), the performance
appraisal process is concerned with evaluating job
performance in general in terms of quality, quantity,
time, and cost. This is done through the line
manager or direct supervisor. This process aims
to guide and develop a career. Therefore,
the performance appraisal process aims to identify
the nature of the tasks and current performance and
work to achieve the expected performance to
achieve the highest levels of productivity and quality
to enable the institutions to withstand and compete
against other institutions (Mahmoud & Grigoriou,
2017). One of the performance appraisal process
tasks is to address the employees’ weaknesses,
which can only be done by training them, developing
their capabilities, and increasing their skills.
Therefore, one of the objectives or tasks of
the performance appraisal process is the indication
or recommendation of the human resources
department that it is necessary to adopt training
programs for employees aimed at developing
employees (Lohman, 2021). The results of the
performance appraisal process may be satisfied with
some employees who have received a positive
appraisal. As for others whose evaluation was
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unsatisfactory or substandard, this leaves them
with adverse psychological effects. An appropriate
training program must be provided to enhance their
self-confidence first, their management, and develop
their performance (Arthur, 1995). In the end,
the evaluation process is an analysis of performance
results, whether successes or failures of employees,
identifying the strengths and weaknesses of
employees and addressing them either through
motivation or additional training (Mani, 2002).
According to Mackey and Johnson (2000), the most
commonly used method for performance appraisal
is management by objectives, 360-degree appraisal,
behavioral observation scale, behaviorally anchored

rating scales, evaluation center method, and
psychological assessments.
This study aims to increase interest in

the process of systematic evaluation of performance,
which has a positive impact on performance on
the one hand and is important in developing
advanced training programs capable of increasing
the effectiveness and efficiency of employees, which
contributes to improving performance. Both in terms
of quantity and quality. As well as to bridge the gaps
between performance appraisal and unstructured
training (Utami, Sapta, Verawati, & Astakoni, 2021).
The remainder of this paper is structured
as follows. Section 2 is a brief discussion of recent
literature, which is followed by a theoretical
framework and hypothesis development. Section 3
explains the research methodology. The results
are presented in Section 4. Section5 discusses
the findings of the paper. The study ends with
conclusions and recommendations in Section 6.

2. LITERATURE REVIEW

2.1. Performance appraisal

Organizations can enhance and develop the skills,
competencies and quality of their human resources;
and must pay attention to feedback, training and
experience in order to compete and succeed in their
field (Jayarathna, Perera, & Gunarathna, 2011).
It is usual for employees to exchange opinions about
the performance appraisal results. If the results are
based on fair standards and measures, this will
positively affect the morale of the employees, which
helps to increase confidence in their management
and increase loyalty to the organization (Salleh,
Amin, Muda, & Halim, 2013). Therefore, the human
resources department should pay more attention
to the concerns and opinions of employees
(Roberts, 2003).

Objectives of performance appraisal

The performance appraisal process is
the responsibility of human resource management
and aims to link the overall objectives of the
organization with the criteria used in the appraisal
process (Pickett, 2003). In its broadest sense,
the performance appraisal process is highly
concerned with an organization’s administration,
development, and communication (Scott & Einstein,
2001). Fairness and accuracy in compensation and
rewards identification of potential promoters
provide a two-way communication system, determine
training directions, work to improve performance,
provide feedback to employees about their
performance level, assist in planning a career path,
and assist in manpower planning.
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The performance evaluation process also aims
to increase the effectiveness of performance and
improve and develop the training process in order to
achieve the objectives of the institution (Wilson &
Nutley, 2003). Performance appraisal has several
objectives, depending on the objective for which
it is intended. Therefore, the main objective of
the process of performance appraisal is to give
employees feedback on their efficiency in carrying
out their job duties as well as direct them to develop
their performance in the future. It is clear that
defining the objectives of the performance appraisal
system is important (Al-Jedaia & Mehrez, 2020).
The performance appraisal process is a complex and
costly process for organization, through which many
training programs can be accredited (Poursafar,
Rajaeepour, Seyadat, & Oreizi, 2014). Also, through
a transparent performance appraisal process, it is
possible to learn the beliefs and opinions of some
employees, which may help develop capabilities and
identify new ways to address employee weaknesses
(Roberts, 2003). Transparency and credibility in the
performance appraisal process are among the pillars
of its success, as well as the loyalty and affiliation of
employees to the institution that contributes to
achieving justice and the success of the evaluation
process (Ikramullah, Shah, Hassan, Zaman, & Khan,
2011; Getnet, Jebena, & Tsegaye, 2014).

The procedure of the appraisal process

According to (Maher, 2014), in order to build
enterprise performance standards for each function
in the organization, it is necessary to rely on the job
analysis process, as standards vary according to job
specifications and descriptions to the fact that most
jobs in contemporary organizations are complex and
may involve many dimensions. It is necessary to use
multiple criteria to measure performance provided
that these criteria meet some important conditions
including validity, honesty, and performance
standards that are free from deficiencies and
distortion. It takes into account objectives and
environmental variables that affect performance.
Also, reliability and consistency mean stability
and agreement in evaluation results, even if
the people doing the evaluation differ. Furthermore,
discriminating the scale’s ability to clearly distinguish
between effort and performance, gives decision-
makers an opportunity and issuing stimulus or
training and development decisions. Finally,
acceptance is the accepted standard that refers to
fairness and transparency and reflects the actual
performance of individuals (Akinbowale, Jinabhai, &
Lourens, 2013). The performance appraisal process
is one of the indispensable human resource
management policies.

As for the benefits that accrue to its
application on peaceful grounds, it provides
objectivity as much as possible and is far away from
bias and favoritism. The following is a presentation
of the essential benefits that management can
obtain through the performance appraisal process:
raising workers’ morale, and notifying workers of
their responsibilities. A way to ensure fair treatment,
supervising superiors, continuity of control and
supervision, evaluation of selection and training
policies, and performance appraisal results provide
feedback, performance appraisal is nowadays
an essential part of the total quality management
methodology (Ameen & Baharom, 2019).
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2.2. Training

The training process is considered one of the most
essential tasks of human resource management in
various organizations. The management seeks to
increase employees’ effectiveness, competencies,
and skills to obtain the highest level of quality
and increase productivity through which the
organization can withstand and compete efficiently
and effectively (Alkali & Mansor, 2017). Training is
also related to the increasing performance of
the firms as it eases the development of knowledge
and skills required for the firm (Shipton, Fay, West,
Patterson, & Birdi, 2005). Training employees is
the cornerstone of increasing productivity (Pfeffer,
1998). Institutions specializing in training employees
in various disciplines work on intensive training to
raise skills, capabilities, and competencies as quickly
as possible (Chen & Huang, 2009). To keep pace with
the rapid technological developments, the human
resource department must work to raise the
capabilities and skills of employees. In order to
provide the best services to customers, employees
must be trained on the latest programs through
which the quality and capabilities of employees are
increased (Tabassi, Ramli, & Bakar, 2012). Skilled
and highly qualified employees have become
a requirement of many organizations.

Many studies have examined the importance
and necessity of investing in training, including
Oktafien and Budi Santoso (2021). The training
process is a process that is subject to the planning
and attention of the human resources department,
and through which it seeks to increase the skills and
efficiency of employees (Jones & George, 2005). One
of the strategic objectives of the training process is
the positive impact on employees’ behavior, which
affects the positive evaluation of employees, and
thus increases satisfaction and improves the quality
and quantity of performance (Akinribido, 2015).
In order to increase the effectiveness of training
programs, it is necessary to update the means and
methods used in employee training constantly
(Grobler, Warnich, Carrell, Elbert, & Hatfield, 2006).
The training process is not limited to specific levels
of employees, but different managerial levels can be
subject to training. Flexibility in implementing
training at various levels contributes to achieving
the desired goals (Benedicta, 2010).

Effective training principles

There is a number of principles or foundations
that must be taken into account when exercising,
the most important of which is continuity through
aclear systematic plan (Afroz, 2018) including
training as a continuous activity, not a luxury for
a certain period. The institution should work on
developing fixed and continuous policies to activate
the training programs in a systematic and
continuous manner and be able to keep pace
with the developments and challenges facing
the institution. Also, training is a changing and
renewable activity which means that training deals
with many variables from within and outside
the organization. Furthermore, training is a technical
managerial activity and this must contain the
elements of work. Finally, competent administrator
training is also considered technical work that
requires specialized expertise and experience in
implementing training programs.
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The importance of training

Training leads to a number of benefits for
businesses and other organizations (Zaman, Iftikhar,
& Rana, 2019), the most important of which are
an increase in production, a decrease in expenses,
decreased turnover, a rise in the morale of
the workers, providing backup strength in the
organization, involved in work accidents. Through
continuous and advanced training programs,
the capabilities and skills of employees can be
increased to be able to face challenges and enhance
the company’s presence in the market (Obeidat,
Masa’deh, & Abdallah, 2014).

2.3. Employee performance

An employee performance is the amount of
production or services he produces. The level of
performance is measured based on several criteria
adopted in the organization. These standards
determine the quality of performance, and the more
objective, comprehensive, and precise the standards
are, the more accurate knowledge of the level of
performance of employees helps (Becker, Antuar, &
Everett, 2011). It is natural and necessary for every
organization to have a goal or set of goals. These
goals can be achieved through qualified and highly
trained human resources (Lu, Tjosvold, & Shi, 2010).
According to Gomez-Mejia, Balkin, and Cardy (2007),
increasing employee satisfaction and a sense of
reassurance requires increased trust between
employees and upper management, especially those
responsible for the performance appraisal process.
The mental image of employees should be enhanced
so that the performance appraisal process is to
motivate, develop and address deficiencies.
The performance appraisal process for senior
management shows the actual current performance
level of the employees in order to arrive at
the employees’ expected performance to achieve
the organization’s desired goals. There should be
an increase in the employees’ capabilities, skills, and
competencies. This requires improved employee

behavior and morale (Bernstein, 2008). It is necessary
to resort to advanced training programs capable of
facing challenges and increasing productivity in
quantity and quality.

This study can develop the capabilities and
skills of employees and invest in employee training
(Becker et al.,, 2011). Most organizations seeking to
achieve their goals have become convinced of
the need to invest in training (Bakker & Demerouti,
2017). Through training, employees can transition
to work on other tasks with higher efficiency and
reduce costs, turnover, and absenteeism, while
increasing self-confidence and the ability to achieve
goals in the least possible time with high efficiency
(Lamba & Choudhary, 2013). One of the central goals
of any organization is to achieve the goals of
the institution, and for this, it is necessary to
increase performance in quantity and quality. This
requires continuity in transparent performance
appraisal processes capable of addressing employee
deficiencies, as well as continuity in training and
developing the capabilities and skills of employees.
and

2.4. Theoretical framework

development

hypotheses

Expectation theory and achievement theory were
adopted to develop the theoretical framework for
this study. Expectancy theory is based on
the assumption that an individual’s behavior is
an indicator of the degree to which that behavior is
expected to lead to goals and outcomes in the future
(Yarin et al., 2022; Maher, 2014). The achievement
theory was founded by David McClelland, where he
explained the basic concepts of this theory which
indicate that human needs are by nature relatively
stable. It needs external or internal influences to
develop it, and usually through incentives through
which the goals are achieved. Achieving this goal by
the individual leads to the satisfaction of the need
that he/she raises and thus becomes his/her
motivation (Elbatrawy, 2016).

Figure 1. Theoretical framework of this study

Training
’’’’’ H3
,,,,,,, H4 e
,,,,,, H1 Ty

Performance appraisal

By reviewing the literature on employee
performance, training, and work performance, it
appears that there is a strong relationship between
these variables. Hence, this paper is supported by
various articles and numerous studies that dealt
with the relationship between performance
appraisal, training, and job performance. Khanna
(2016) argues that HRM should make every effort to
motivate employees to achieve peak performance
by running an active and fair performance appraisal
process. Gautam (2014) indicated that effective
employee training and systematic performance
appraisal is a positive incentive that affects their
performance. Also, it is noted that performance
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Employee performance

appraisal is necessary to determine the success
and failure of any of them. Igbal, Ahmad, Haider,
Batool, and Qurat-ul-ain (2014) suggested the need
to focus and follow up on the relationship between
performance appraisal, training, and employee
performance.

Based on the previous discussion, the following
hypotheses have been developed:

HI: There is a positive relationship between the
performance appraisal process and the performance
of employees in banks operating in Palestine.

H2: There is a positive relationship between
employee performance evaluation and employee
training in banks operating in Palestine.
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H3: There is a positive relationship between
employee training and employee performance in
banks operating in Palestine.

H4: Training is the mediator in the relationship
between the performance appraisal process and
employee performance in banks operating in
Palestine.

3. RESEARCH METHODOLOGY

This study aimed to study the performance of
employees and the variables that affect it, to show
the results, and to provide the necessary
recommendations to improve future performance.
It also aimed at clarifying the relationship between
the performance appraisal process and the training
process on the one hand, and the performance of
workers in the banking sector in Palestine, on
the other. Therefore, quantitative research based on
a (questionnaire was adopted to collect data.
The questionnaires were distributed manually
directly to human resource managers in banks, who
then distributed them to their employees. The study
population consisted of all banks operating in
Palestine with different administrative levels,
the total number of employees is approximately
6000 employees, according to publications from

The Palestinian Banks Association. The study sample
consisted of 260 questionnaires which were
distributed to employees; 254 questionnaires were
retrieved and used for analysis. This questionnaire
was built after holding several meetings with human
resource managers and a number of employees in
banks. Also, an extensive literature review of recent
studies was used as well as using personal
experiences. The questionnaire consists of four
parts. The first part consists of five demographic
questions. The second part consists of ten questions
aimed at knowing the evaluation mechanisms, their
time and effectiveness, and their impact on
performance and training. The third part consists of
ten questions related to the training process, its
effectiveness, and its impact on performance.
The fourth part consists of ten questions aimed at
knowing and following up on performance
development, attention to employee ideas, training
needs, and performance quality.

3.1. Study sample

The sample consisted of 254 employees working in
the banking sector in Palestine, it has been chosen
randomly, and Table 1 shows the demographic
characteristics of the sample.

Table 1. Demographic characteristics

Variable Variable level Frequency Percentage (%)

Male 143 56.3

Gender Female 111 43.7
Total 254 100.0

BA 192 75.6

Level of education High Studies 62 24.4
Total 254 100.0

Less than 5 years 50 19.7

5 to less than 10 years 68 26.8

Working experience 10 to less than 15 years 81 31.9
More than 15 years 55 21.7
Total 254 100.0

Less than 3 174 68.5

Training courses 3 and more 80 31.5
Total 254 100.0

Administration 92 36.2

Job description Officer _ 123 48.4
System technician 39 154
Total 254 100.0

3.2. Questionnaire reliability

Reliability is the degree of consistency or accuracy
demonstrated by a measuring instrument. The less
variance the tool produces in repeated measurements
of a trait, the higher its reliability. The questionnaire

was presented to a group of academic specialists, as
well as to a number of human resources managers
in the banking sector, and their recommendations
were taken and modified. Also, Cronbach’s alpha
scale was used to measure the reliability of
the questionnaire, as shown in the following table.

Table 2. Cronbach’s alpha coefficient for the entire questionnaire

Variable No. of paragraphs Alpha value
Employee performance appraisal 10 0.833
Training 10 0.852
Employee performance 10 0.840

Therefore, a five-point Likert scale was used to
measure variables consisting of five classes, where
“l: strongly disagree”, “2: disagree”, “3: neutral”,
“4: agree”, and “5: strongly agree”. The reasons for
selecting the questionnaire included the need to
cover many points from employees in a short
amount of time, which is not possible if an interview
is conducted instead. Also, the need to address
the current topic with practical and numerical
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suggestions to management at these banks. Finally,
banks in Palestine rely heavily on their human
resource as one of the most important assets and
pay a lot of attention to their training and
development, which is related to distributing
surveys to their employees on a constant basis, and
hence, employees are familiar with the topic and can
provide reliable data as an input for the current
study.
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4, RESULTS

This section includes the study results in order to
answer the study questions.

RQ1: What is the level of employee performance
appraisal in the banking sector in Palestine?

To answer the first research question, means
and standard deviations were calculated as shown
in Table 3.

Table 3. Means and standard deviations of the level of employee performance appraisal in the banking sector
in Palestine

Relative . Degree of

No. Items Mean Std. dev. weight Ranking agreement

1 Performqn_ce appraisal is carried out before and 350 1.33 20.0 5 High
after training.

> Perfprm_ance appraisal is considered a positive 319 1.30 63.9 10 Moderate
motivation.

3 The appraisal is carried out using clear standards 3.57 1.02 20.5 3 High
for all employees.

4 The appraisal is carried out with the integrity of 348 1.02 69.5 6 High
those responsible.

5 Pgrforman_ce appraisal is periodically carried out 342 1.01 68.3 7 High
with evolving standards.

6 The app}ralsal is considered with a fast speed of 351 1.00 20.2 4 High
performing duties.

7 The appraisal CQHSl_(iers the employee’s ability to 331 1.32 66.1 3 Moderate
meet pre-set objectives by the management.

8 Thg appralsal_ls related to customer service and 3.06 1.39 65.2 9 Moderate
caring for their needs.

9 Manqgemqnt highly considers employee 415 0.74 82.9 > High
relationships.

10 Employee time management is essential to 416 0.73 83.1 1 High
performance appraisal.

The total degree of employee performance appraisal 3.55 0.47 71.0 High

The data in Table 3 indicate that level of
employee performance appraisal in the banking
sector in Palestine was high, with a mean of 3.55 and
a percentage of 71.0%. The item “Employee time
management is essential to performance appraisal”
occupied the first position with a mean of 4.16 and
a percentage of 83.1%. The item “Performance
appraisal is considered a positive motivation” occupied

the last position with a mean of 3.19 and
a percentage of 63.9%.

RQ2: What is the level of training in the banking
sector in Palestine?

To answer the second research question, means
and standard deviations of training in the banking
sector in Palestine were calculated as shown in
Table 4.

Table 4. Means and standard deviations of the level of training in the banking sector in Palestine

No. Items Mean Std. dev. Relqtlve Ranking Degree of
weight agreement

1 Training needs are determined based on 4.07 0.72 814 2 High
periodical evaluations.
Training needs are determined by comparing .

2 current abilities and needed work standards. 400 0.72 80.0 10 High

3 Training needs are based on comparing the 4.02 0.70 80.4 9 High
current and expected performance.

4 Training needs are determined when new jobs or 4.05 0.72 81.0 3 High
orders are created.

5 The training aims to develop skills needed to 4.19 0.87 338 5 High
improve work quality.

6 The training aims to increase efficiency and 4.04 0.78 848 > Very high
productivity.

7 The training aims to improve loyalty. 4.18 0.77 83.6 6 High

8 The training aims to decrease mistakes. 4.20 0.78 84.0 4 Very high

9 The training aims to improve customer service. 4.28 0.68 85.6 1 Very high

10 The training aims to speed up service. 4.23 0.79 84.6 3 Very high

The total degree of training 4.15 0.42 80.3 High

The data in Table 4 indicate that the level of
training in the banking sector in Palestine was high,
with a mean of 4.15 and a percentage of 80.3%.
Theitem “The training aims to improve customer
service” occupied the first position with a mean of
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4.28 and a percentage of 85.6%. The item “Training
needs are determined by comparing current abilities
and needed work standards” occupied the last
position with a mean of 4.00 and a percentage of
80.0%.
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RQ3: What is the level of the employee
performance in the banking sector in Palestine?

To answer the third research question, means
and standard deviations of the employee performance

in the banking sector in Palestine were calculated as
shown in Table 5.

Table 5. Means and standard deviations, of the level of employee performance in the banking sector
in Palestine

Relative . Degree of

No. Items Mean Std. dev. weight Ranking agreement
The human resource department seeks to develop :

! employee performance all the time. 4.00 089 80.0 ! High
Management considers employee ideas for .

2 developing the work. 3.99 0.89 79.8 2 High
Management spread and empowers a culture of .

3 service quality. 3.95 0.92 79.0 3 High

4 Management encourages teamwork to help 3.87 0.97 774 7 High
complete the duties.
Human resource management seeks qualified .

5 staff all the time. 3.91 0.92 78.2 5 High

6 Manggement seeks to develop new ways of 3.93 0.89 78.6 4 High
service performance.

- Ma_na_gement performs studies to determine the 4.00 0.87 80.0 1 High
training needs of employees.

8 Mgnagement seeks to solve problems objectively 391 0.88 28.2 5 High
with employees.
Management seeks coordination among .

9 departments to help complete the duties. 3.88 089 776 6 High

10 Management uses open communication among 336 0.88 67.2 3 Moderate
employees to encourage teamwork.

The total degree of employee performance 3.88 0.55 77.6 High

It is clear from Table 5 that the level of
employee performance was high, where the averages
ranged between 3.36 and 4.00. The highest response
according to the relative mean is as follows in item
which states “The human resource department seeks
to develop employee performance all the time”,
the relative mean equals 4.00 with a percentage of
80.0%. The lowest response according to the relative
mean is as follows in item which states “Management
uses open communication among employees to

encourage teamwork”, the relative mean equals 3.36
with a percentage of 67.2%.

RQ4: What is the nature of the relationship
between an employee performance appraisal and
each training and employee performance?

To answer this question, the researchers used
the Pearson correlation coefficient to identify the
type and strength of the relationship between
the variables, and the results were shown in Table 6.

Table 6. Pearson correlation coefficients for the relationship between employee performance appraisal and
each training and employee

Training

Employee performance

Employee performance appraisal

0.421**

0.546**

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

Table 6 shows that the correlation coefficients
between employee performance appraisal and
training were positive and statistically significant
at 0.01. This indicates a positive statistically
significant correlation between employee
performance appraisal and training. This means
increasing employee performance appraisal will
increase training and vice versa. Also, the correlation
coefficients  between employee  performance
appraisal and employee performance were positive

and statistically significant at 0.01. This indicates
a positive and statistically significant correlation
between employee performance appraisal and
employee performance. This means increasing
an employee performance appraisal will increase
employee performance and vice versa.

In order to test the hypotheses, mediation
analyses were conducted using path analysis in the
Amos program. The significance of the paths in
the mediation model can be found in Figure 2.

Figure 2. Mediation of employee performance appraisal and performance by training

057 Training 0.46 e
0.45 o
Performance appraisal > Employee performance
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>
®
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Table 7. Regression weights

Variable Estimate S.E. C.R. p
Employee performance appraisal _—  Training 0.358 0.049 7.374 el
Employee performance —  Employee performance appraisal 0.611 0.065 9.353 o
Training —  Training 0.387 0.056 6.969

Table 8. The direct, indirect, and total effect of employee performance appraisal on employee performance

Type of effect Variable Training Employee performance
. . Training - 0.46
Standardized direct effect Employee performance appraisal 0.57 0.45
Standardized indirect effect Training - — =
Employee performance appraisal - 0.26
. Training - 0.46
Standardized total effect Employee performance appraisal 0.57 0.72

Testing HI: The path analysis results show
a positive effect of employee performance appraisal
on employee performance, where the coefficient of
direct effect was positive and equal to 0.45.

Testing H2: The path analysis results show
a positive effect of employee performance appraisal
on training, where the coefficient of direct effect was
positive and equal to 0.57.

Testing H3: The path analysis results show
a positive effect of training on employee performance,
where the coefficient of direct effect was positive
and equal to 0.46.

Testing H4: The results of the path analysis
show that there is a positive effect of employee
performance appraisal on employee performance,
where the coefficient of indirect effect when
mediating was positive and reached 0.26, and this
indicates that training plays an important role as
a mediating variable, as it was able to increase
the effect of the indirect relationship of employee
performance appraisal on employee performance
by 0.26.

5. DISCUSSION

The reliability of the collected data was measured
using Cronbach’s alpha coefficient. The test was
conducted to investigate the association between
financial rewards and job and employee satisfaction
performance in the questionnaire. The test results
for the three variables are 0.833, 0.852, and 0.840,
significantly, which exceeded the acceptable limit
(Zikmund et al., 2010). The values of kurtosis and
skewness of each variable must be achieved from
the normal distribution of each variable. Linear
regression tests were performed using 254 cases. As
a result, there is a need to check for normal values
to ensure that all variables have an acceptable
normal distribution and a linear relationship
between the independent and dependent variables.
The banking sector is receiving significant
attention from various officials. Therefore, this
study focused on examining the direct and indirect
relationships between the performance evaluation
process and the general performance of employees
and the extent of the influence of the mediator
variable, which is training, on the relationship
between performance evaluation and employee
performance. The results confirm a positive and
direct connection between the performance
evaluation process and employee performance.
The process of systematic evaluation of
performance, which is subject to transparent, clear,
and understandable criteria and measures,

VIRTUS,

the results are very accurate and describe actual
performance, and decision-makers can take
appropriate decisions based on them. Thus, it can
contribute to the quality of performance. The first
result of the first question about performance
evaluation was high and equal based on
the coefficient which totaled 0.45. This result is in
agreement with the study by Najafi, Hamidi, Ghiasi,
Shahhoseini, and Emami (2011). This result also
confirms and agrees with the first hypothesis. Based
on the results obtained, it can be concluded that
performance appraisal had important effects on
motivation and job performance as well, and
motivation has a relationship with job performance,
and it has implications for it.

It can then be seen that the study statistically
showed the effect of performance appraisal purpose
(PAP) such as training, development, recognition,
and rewards which had an effect on the employees.
The results indicated that banks operating in this
sector value their employees for having good grades
in performance appraisal. This appreciation can be
expressed through incentives, annual salary
increases, promotions, and bonuses that affect their
motivation and job performance. This is in
agreement with previous findings (Khan, 2012;
Saharuddin & Suleiman, 2016; Zaraket & Saber, 2017;
Jayarathna et al., 2011). It was also found that there
is an effect of the performance evaluation method
(PAE) on motivation and job performance.

The second result came in agreement with
the second hypothesis and confirmed its validity, as
it showed a direct and positive relationship between
the performance appraisal process and the training
process for employees. Also, an effective appraisal
process can describe the actual performance of
employees, and through this, decision-makers can
nominate a number of employees for training. So,
the result of the performance evaluation affects
the training programs and can be developed or new
programs capable of raising the efficiency and
effectiveness of employees. That is, effective
evaluation increases the effectiveness and quality of
training programs and this result of the second
question about the performance appraisal process
and the training process for employees was high
and equal based on the coefficient which totaled
0.57. Also, this result agreed with the study by
Kadiresan, Selamat, Selladurai, Ramendran, and
Mohamed (2015). Effective training contributes to
finding highly qualified employees who can lead
the organization in the right direction. Competent
employees are key to excellent performance as a way
of how a manager or leader handles the workforce,

=
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controls resources within the organization, and
motivates employees to work hard. As a result,
raising the level of job performance enhances
the overall performance of the organization and
thus increases  profits (Nawoselng’ollan &
Roussel, 2017).

The third result also agreed with the third
hypothesis and confirmed its validity, and there was
a positive relationship and direct effect between
the systematic training process and the performance
of employees working in the banking sector in
Palestine. The study variables are related to each
other, each variable has a relationship to the other,
and as we mentioned earlier, the performance
evaluation process contributes to raising the
effectiveness of training programs, and thus there is
an increase in the efficiency of trainees. This
positively affects performance, meaning that
effective training affects and increases the quality of
performance. This result of the third question about
the training process and the performance of
employees was high and equal based on the
coefficient which totaled 0.46. This result also
agreed with a study by Algharibeh, Almsafir, and
Alias (2015). From the respondents’ answers to
the questions of the first part of this study, it is
clear that all 254 employees have received a number
of training courses. Therefore, conclusions can be
made. Training is used on a regular basis. Systematic
and advanced planning. Moreover, its benefit lies in
maintaining efficiency. The effectiveness of workers
in this sector is also indispensable. The importance
of employee training in improving performance was

highlighted.
It is known that any administrative process
may have a direct and indirect impact, so

the performance appraisal process has a clear and
direct impact on the performance of employees as
we mentioned earlier, and also has an indirect
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