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ABSTRACT

Performance has been largely studied by scholars in the past. Due to ever changing
market standards, training sessions have become more important, and now, are more
emphasized by the bank’s management. This study identifies the training sessions,
conducted by different banks in Pakistan, their impact on job satisfaction, and
employee performance. Sample size consists of 119 employees, working at different
levels in 6 banks, and data was collected through structured questionnaire. Findings
suggest that effectiveness of training is largely dependent on trainer’s quality,
course design and learning experience. The results of the study will be helpful for
the managers to increase the job satisfaction & performance of employees through
training programs. This study, has added its humble contribution, in the body of
knowledge, along with other studies conducted by other researchers in the banking
sector of Pakistan. There is further need, to explore this area of study, to address job
satisfaction and performance in this industry.

INTRODUCTION

Performance has been an area of interest for
many scholars and researchers. Emerging competitive
and dynamic market challenges require, special
consideration, towards performance management. The
Banking industry of Pakistan is becoming more profit
driven and customer focused due to special emphasize
on employees. Holzer, Stoll, and Wissoker (2004)
suggested that poor performance causes financial loss
and absenteeism, resulting in less employee turnover,
and lack of motivation. Therefore, work related training
helps in keeping pace, with the latest technology in the
changing world dynamics. In Pakistan, the population is
estimated to be about 18M as per 1998, with a growth
rate of 2.2% (Sathar, 2001), and literacy rate of 50%
in females & 65% in males, which is the lowest in this
region (Education System of Pakistan, 2007, p. 38).

Dilemma, faced by the labor market of Pakistan, are
two folds: (i) the major share of the population consist
of the youth and, (ii) the labor force is facing a deficit
not only in education, but also in skills, experience and
employment opportunities. However, lack of education
leads to create an imbalance in the demand and supply of
skilled workers (Quraishi, 1997). In this regard, formal
and informal training sessions are quite helpful. As
mentioned, the study of Hong and Kean (2012) indicates
that informal trainings yields better outcome than formal

trainings. The Ultimate purpose of training is to align
the goals of individuals and organizations in similar
direction. Extensive training and intra organizational
careersupportivestructure leadto improvedperformance,
and work effectiveness (Zhang & Li, 2009). Training is
a motivational factor as highlighted by Herzberg (1959),
recognition as motivating & satisfying factor.

In the recent times, increase of complex jobs
advocate the need for well trained & experienced
individuals in task performance (Karthikeyan et al,
2010). Organizations now heavily invest in training their
employees; Training yield a positive relationship, with
a greater degree of job satisfaction, which consequently
lead to increased performance (Liao, Rice & Martin,
2011; Nguyen, Trvong & Buyens, 2011; Jones, Jones,
Latreille, & Sloane, 2009; Mohsan, Nawaz, Khan, &
Shaukat, 2012). To keep pace with competitors and
latest technology, survival of organization is hidden
underneath effective training sessions (Collier, Green,
Kim, & Peirson, 2011). Organizations and employees,
both take benefit from training programs. However,
management support to training sessions enables
its employees to be self-sufficient and more skilled,
ensuring better wages, improved performance, increased
commitment and motivation for lower wage employees
(Krurger & Rouse, 1998; Neumark & Wascher, 2001;
Malik & Malik, 2008). Feedback of training contents
helps in redesigning the training programs. (Huque &
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