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ABSTRACT
The present research utilizes the Structural 
Equation Modeling (SEM) Partial Least Squares 
(PLS) method to examine the important impact of 
performance reviews in promoting employee 
growth and development in the Banking Sector. 
The study specifically focuses on a prominent 
international organization. The research examines 
the effectiveness of the present performance review 
procedure in promoting employee growth using a 
quantitative method that includes surveys and 
interviews. The results suggest that there is an 
effective system in place for conducting reviews. 
However, there are areas that can be improved, 
such as providing feedback more frequently, 
increasing transparency, and encouraging greater 
employee involvement. Key determinants 
impacting the efficiency of the process encompass 
employee motivation, self-efficacy, and the 
perceived equity of evaluations. Suggestions entail 
the implementation of more frequent feedback 
methods, improving transparency, and offering 
training to strengthen employee self-efficacy and 
motivation. In summary, the study highlights the 
importance of performance evaluations in fostering 
employee growth in the banking industry. It 
emphasizes the need for ongoing evaluation and 
improvement to create a more motivated and 
efficient staff.
Keywords: Performance Review, Employee 
Growth, Employee Development, Employee 
Engagement, Human Resource Management. 

I. INTRODUCTION
Employee development is crucial to 

staying competitive and meeting strategic goals in 

the fast-changing banking industry. Performance 
assessments shape employee growth and progress 
in the sector. Performance evaluations are essential 
to banking performance management. They involve 
official evaluations of an employee's job 
performance over a predetermined period to 
discover strengths, correct deficiencies, create 
goals, and provide constructive comments. 
Performance reviews in the banking sector aim to 
improve employee performance and help them 
achieve their career goals. Performance 
assessments help companies retain top people and 
achieve strategic goals(Dachner et al., 2021).

Effective performance evaluations drive 
employee development, according to banking 
research. Studies show that performance reviews 
improve work happiness, performance, 
engagement, and retention in banking. Such 
findings demonstrate the necessity of matching 
performance reviews with business goals and 
setting clear employee expectations.

Performance reviews are essential to 
bankers' ongoing training. To be competitive, 
bankers must constantly upskill and adapt to new 
technologies. Performance evaluations help 
identify areas for improvement, create goals, and 
encourage continual learning and progress. 

Performance reviews in banking also 
recognize and reward outstanding staff 
performance. A performance-based remuneration 
system rewards employees for their performance. 
By recognizing and rewarding top performers, 
firms encourage their employees to succeed in the 
banking sector(Abimbola et al., 2022). 

Furthermore, performance reviews help 
bankers develop and improve employees. Effective 
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performance reviews help employees improve, 
achieve career goals, and learn and grow. They also 
recognize and reward great performance, motivate 
employees, and drive success in financial 
organizations. Performance assessments will help 
banks maximize employee potential and achieve 
strategic goals as the sector evolves. 

II. PROBLEM STATEMENT
The performance review mechanism is 

essential to banking employee development. 
However, its effectiveness in staff development is 
disputed. Performance reviews may demotivate 
workers, lowering job happiness and productivity, 
according to numerous research. Thus, the research 
question examines how performance assessments 
affect employee growth and development in 
prominent banking firms. Understanding 
performance reviews is crucial in banking, because 
employee performance directly affects company 
success. Despite their intended goal of providing 
constructive feedback and fostering professional 
progress, their implementation and efficacy in 
banks are questioned. The effects of performance 
reviews on employee motivation, job satisfaction, 
and performance should be examined. Thus, this 
study examines the complex relationship between 
performance reviews and employee growth in 
banking. The study examines performance review 
frequency, structure, feedback clarity, and 
alignment of performance indicators with company 
goals to determine how these affect employee 
progress. Exploring ways to improve the 
performance review process to encourage 
employee development will also be important. The 
conclusions of this study will improve banking 
performance review methods to foster employee 
growth and optimize organizational performance. 
This study addresses the intricacies of performance 
assessments and their effects on employee growth 
to guide strategic decision-making in top banks.

Research Question:
What is the impact of performance reviews on 
employee growth and development in Banking 
Sector?

Research Objectives:
This study aims to comprehensively 

examine the existing performance review system 
within the banking sector and assess its 
effectiveness in facilitating employee growth and 
development. The research seeks to identify both 
the strengths and weaknesses inherent in the 
current system, shedding light on areas of success 

and potential areas for improvement. Additionally, 
the study aims to delve into the barriers that hinder 
the effective implementation of performance 
reviews in fostering employee development within 
the banking industry. Furthermore, it seeks to 
elucidate the various factors that play a role in 
shaping employee satisfaction and motivation 
throughout the performance review process. By 
addressing these objectives, the research endeavors 
to provide valuable insights into enhancing the 
performance review system to better support 
employee development in the dynamic 
environment of the banking sector.

Research Gap:
Performance evaluations are important for 

employee growth and development, but there is 
little evidence on their efficiency in the banking 
sector. Existing studies have focused on the general 
effects of performance evaluations on employee 
satisfaction and productivity, but the banking sector 
needs to be studied. This study examines how 
performance reviews affect employee growth and 
development in the banking sector, concentrating 
on top banking companies.

III. REVIEW LITERATURE
Definition of Performance Review

Performance review, also known as 
performance assessment or evaluation, is crucial in 
banking to assess an employee's job performance 
against goals, standards, and expectations. Its main 
objective is to evaluate performance, provide 
comments on strengths and weaknesses, identify 
areas for improvement, and set goals. Banks use 
this technology to manage and improve staff 
performance to meet company goals(Johnson, 
2019).

Banks can use self-assessment, peer 
review, supervisor evaluation, or a combination of 
these methods to evaluate performance. The 
process usually involves setting performance goals, 
collecting and evaluating performance data, 
holding formal evaluation meetings, and giving 
employees feedback and assistance.
Employees and banks gain from performance 
reviews. It allows employees to receive 
constructive criticism, learn new skills, and 
improve job satisfaction. It helps banks identify top 
performers, assess training and development needs, 
link employee performance with corporate goals, 
and make smart promotions, transfers, and 
terminations. 

However, subjective evaluations, possible 
biases, and the need for good communication and 
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teaching all make banking performance reviews 
difficult. Thus, banks must set clear and objective 
performance criteria, train evaluators to make fair 
and accurate assessments and give assistance and 
tools for workers to improve. These measures help 
banks optimize performance reviews for 
continuous improvement and organizational 
success(Davydenko et al., 2017).

Why performance review is important
Performance review is important for several 
reasons, including:
 Feedback: Performance review provides 

employees with feedback on their work 
performance. This feedback helps employees 
understand their strengths and weaknesses, 
identify areas for improvement, and take 
corrective action.

 Goal setting: Performance review provides an 
opportunity for managers and employees to 
discuss and set goals for the upcoming period. 
This helps employees align their work with the 
organization's goals and priorities and work 
towards achieving them.

 Recognition and rewards: Performance review 
helps managers identify high-performing 
employees and recognize their contributions 
through rewards and promotions. This, in turn, 
motivates employees to perform better and 
achieve more.

 Development and growth: Performance review 
helps identify employees' developmental needs 
and provides opportunities for training, 
coaching, and development. This helps 
employees acquire new skills, knowledge, and 
competencies, which can improve their 
performance and career prospects.

 Performance management: Performance 
review is an essential component of 
performance management. It helps managers 
monitor and evaluate employees' performance, 
identify areas for improvement, and take 
corrective action when necessary. This can 
help organizations improve their overall 
performance and achieve their strategic 
objectives.

Hence,a performance review is important 
for ensuring that employees are aligned with the 
organization's goals, are performing at their best, 
and are given opportunities for growth and 
development.

How performance review contributes to 
employee development

Performance reviews are crucial to staff 
growth in banking. They give employees 
invaluable job performance feedback, highlighting 
strengths and weaknesses. This feedback helps 
employees improve their skills and talents, 
improving job performance and career 
advancement. Performance reviews help managers 
identify team members' strengths and weaknesses, 
enabling targeted training and growth. This 
technique can improve banking staff engagement, 
job satisfaction, and retention. Performance 
reviews also provide clear goals and expectations 
for employees, aligning them with organizational 
goals. Performance reviews foster a culture of 
continual learning and growth, which is crucial to 
banking success(Ghani et al., 2022). 

Employee Development
Employee development is crucial to 

banking companies' growth and survival. This 
includes giving workers the knowledge, skills, and 
experience they need to do their jobs. Banks can 
offer specialized training, personalized coaching, 
mentorship programs, employment rotations, and 
organized career development plans(Al-Tit et al., 
2022). Banking employee development improves 
job performance, emphasizing its importance. 
When bankers receive customized training and 
assistance, they can do their duties well and help 
the company succeed. Employee development 
programmes boost engagement, motivation, and 
job satisfaction in banking staff, reducing turnover 
and retaining talent(Rodrigues et al., 
2023).Employee development in banking helps 
organizations adapt to changing market dynamics 
and technology. A skilled and adaptive personnel is 
essential in the continually changing banking 
sector. Employee development helps banks stay 
competitive by creating a skilled workforce that 
can adapt to market changes and technological 
advances.Banking staff development programs also 
help people develop holistically. They allow 
bankers to learn new abilities, gain experience, and 
improve their career possibilities, increasing their 
earnings. When they believe their company cares 
about their growth, employees are more loyal to 
their jobs and the company(Johan & Satrya, 2023). 
Employee development is crucial to banking 
companies' success. It boosts organizational 
adaptability, work effectiveness, employee 
engagement, and banking staff professional 
advancement. Through employee development, 
banks may strengthen their competitive edge and 
promote continual improvement and innovation.
Theoretical Framework of the Study
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The study's theoretical framework is based 
on several relevant theories and concepts related to 
performance reviews, employee development, and 
their impact on organizational outcomes. The 
primary theoretical framework for this study is the 
Social Learning Theory (SLT) proposed by 
Bandura (1977).

The SLT emphasizes the role of social 
interactions and observations in shaping individual 
behavior and learning. In the context of employee 
development, SLT suggests that individuals learn 
from the behaviors and actions of others in their 
social environment. In the workplace, this social 
environment includes colleagues, supervisors, and 
the organizational culture. Performance reviews are 
an important aspect of this social environment, 
providing employees with feedback, recognition, 
and opportunities to learn and grow.

The study also draws on the concept of 
"employee voice" as an important factor in 
employee development. Employee voice refers to 
the extent to which employees are encouraged and 
empowered to participate in decision-making 
processes within the organization (Morrison & 
Milliken, 2003). This concept is important because 
it can lead to increased employee engagement, 
satisfaction, and commitment, all of which can 
contribute to employee development.

Another relevant concept is psychological 
safety, which refers to the extent to which 
individuals feel safe to express themselves and take 
risks in the workplace without fear of negative 
consequences (Edmondson, 1999). Psychological 
safety is important in the context of performance 
reviews because it can facilitate open and honest 
communication between employees and 
supervisors, leading to more effective feedback and 
greater opportunities for employee growth and 
development.

Finally, the study also considers the 
impact of individual characteristics, such as 
personality traits and learning styles, on the 
effectiveness of performance reviews and 
employee development initiatives.The theoretical 
framework for this study provides a comprehensive 
understanding of the factors that contribute to 
employee development in the context of 
performance reviews. By drawing on relevant 
theories and concepts, this study aims to identify 
the key factors that drive employee development 
and provide recommendations for improving 
performance review processes to facilitate 
employee growth and development.

The performance review system is an 
essential tool used by organizations to assess the 

performance of employees. The process involves a 
periodic evaluation of an employee's job 
performance, providing feedback, identifying areas 
for improvement, and setting future goals. The 
primary aim of the performance review system is to 
improve employee performance and development. 
Employee development, on the other hand, refers to 
the activities undertaken by organizations to 
enhance employees' skills, knowledge, and 
abilities. Employee development initiatives are 
aimed at enhancing employee performance, 
promoting career growth, and improving job 
satisfaction.

Research has shown that there is a positive 
relationship between the performance review 
system and employee development. The 
performance review system provides employees 
with feedback on their performance, which helps 
them to identify their strengths and areas for 
improvement. The feedback provided through the 
performance review system is critical in guiding 
employees on the skills and knowledge they need 
to acquire to enhance their performance. 
Additionally, the performance review system helps 
employees set realistic and achievable goals that 
are aligned with the organization's objectives, 
which promotes employee development.

The performance review system can be 
used as a tool to identify employees' development 
needs and provide them with the necessary training 
and development opportunities. The feedback 
provided through the performance review system 
helps organizations to identify skill gaps and areas 
that require improvement. This information is 
crucial in designing employee development 
programs that are aligned with the organization's 
goals and objectives.

Furthermore, the performance review 
system can be used to recognize and reward high-
performing employees. Recognizing and rewarding 
employees who demonstrate exceptional 
performance can motivate them to continue 
performing well and enhance their development. 
Organizations can use performance reviews to 
identify high-performing employees and provide 
them with opportunities for career growth, such as 
promotions or leadership development programs.

Hence, the performance review system 
plays a critical role in employee development in 
organizations. It provides employees with 
feedback, identifies areas for improvement, and 
helps them to set realistic and achievable goals. 
The performance review system can be used as a 
tool to identify employee development needs, 
design employee development programs, and 
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recognize and reward high-performing employees. 
Therefore, organizations need to implement 
effective performance review systems to enhance 
employee development and promote career growth.

Several factors can be accessed and used 
to establish relation between Performance review 
and employee development:

Independent Variables for Performance Review 
System
Evaluation criteria

Banking employees are evaluated on job-
related skills, productivity, teamwork, and 
communication. Employee performance is 
measured against evaluation criteria. Banks use 
these evaluation criteria to discover employees' 
strengths, weaknesses, and growth prospects during 
performance reviews. Employee development 
requires effective evaluation criteria. Clear, 
objective, and job-relevant evaluation criteria help 
employees identify their strengths and limitations, 
improving their skills and knowledge. This can 
boost banker work satisfaction and 
advancement(PAES DE FARIA et al., 2020). Nica 
and Băbuţ (2016) discovered that clear and 
adequate performance rating criteria greatly 
benefited employee growth. Their study found that 
employees felt the appraisal process was fair and 
accurate when evaluation criteria matched job 
objectives and goals. This perspective inspired 
them to improve. In performance appraisals, (Alti 
& Almuhirat, 2021) found that objective and 
relevant evaluation criteria improved employee 
growth. When performance standards were clearly 
stated, employees were better able to understand 
and meet them. This improved job skills and career 
possibilities for banking sector employees. 

Hence, performance appraisal criteria 
greatly impact banking staff development. Clear 
and relevant performance criteria help employees 
identify their strengths and weaknesses, improving 
job satisfaction and career advancement. Banking 
organizations must set evaluation standards that 
match work requirements and employee goals to 
encourage employee development. 

Frequency and timing of reviews
The frequency of performance reviews in 

banking—annual, biannual, or quarterly—can 
affect employee motivation and engagement. 
Several studies have examined how performance 
review frequency and timing affect employee 
development in this business. (Gathungu et al., 
2015) found that quarterly or monthly reviews 
promote employee growth. Lee, Kim, and Kim 

(2019) found that frequent performance evaluations 
boost employee growth by offering more feedback 
and improvement chances. Performance reviews' 
timeliness affects banking employees' 
development. Research by Adler and Gundersen 
(2008) shows that reviews conducted closer to 
performance have a greater influence on employee 
growth due to their relevance and timeliness. 
(Asregid et al., 2023)found that employees who 
receive feedback soon after completing a task are 
more likely to improve and progress.Performance 
review frequency and timing are critical to 
employee development in banking. Frequent 
evaluations provide more input and improvement, 
while reviews closer to performance are more 
meaningful in employee growth and development.

Performance feedback
Performance feedback is an essential 

component of the performance review process and 
plays a crucial role in employee development. 
Regular and constructive feedback helps employees 
understand their strengths and weaknesses and 
identify areas for improvement, which in turn can 
enhance their performance and promote their 
professional growth(Suhluli & Ali Khan, 
2022).(Medabesh & Khan, 2020) mentioned that 
providing regular and timely feedback positively 
impacts employee development. A study by (S. S. 
A. Abidi & Khan, 2022) found that employees who 
received regular feedback were more engaged and 
motivated, and were more likely to take ownership 
of their performance and career development. 
Another study by DeNisi and Kluger (2000) found 
that employees who received feedback on their 
performance were more likely to set goals and 
engage in self-improvement efforts.

In addition to the frequency of feedback, 
the quality and content of the feedback also play a 
critical role in employee development. According 
to a study by (S. Abidi & Faisal AU Khan, 2018), 
feedback that is specific, timely, and actionable is 
more effective in promoting employee 
development. Additionally, feedback that focuses 
on strengths and opportunities for growth, rather 
than just pointing out weaknesses, can be more 
motivating and foster a positive learning 
environment.

Overall, providing regular and high-
quality feedback is an effective strategy for 
promoting employee development. By giving 
employees, a clear understanding of their 
performance and areas for improvement, 
organizations can create a culture of continuous 
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learning and development, which can contribute to 
both employee and organizational success.
Performance Rating

The banking industry relies on 
performance rating systems to evaluate employee 
performance and guide career advancement. 
Performance rating systems improve employee 
growth, according to(Daboh & Duramany-Lakkoh, 
2023). Employees can identify their strengths and 
weaknesses and make goals and action plans to 
improve their skills and competencies, enabling 
learning and development and increasing job 
performance and career advancement.Identifying 
high-performing individuals using performance 
rating systems allows managers to develop them 
through specialized training, tough tasks, and 
promotion possibilities. These techniques let 
managers give employees positive criticism and 
coaching, which helps them learn and grow.

However, performance rating systems may 
be prejudiced, resulting in unjust evaluations and 
low employee motivation and engagement 
(Yesmine et al., 2023). The banking sector must 
establish fair, objective, and transparent 
performance rating procedures to enhance staff 
growth. In the banking sector, equitable and 
transparent performance rating systems that 
provide constructive feedback, coaching, and 
growth opportunities can promote continuous 
learning, improved job performance, and career 
advancement for employees and the organization.

Performance improvement plans
Bankers use performance improvement 

plans (PIPs) to help employees enhance their 
performance(Zhao et al., 2024). These plans 
usually involve setting clear, quantifiable goals and 
performance expectations for underperforming 
employees, providing additional training and 
assistance, and regularly evaluating their progress 
over a certain period. PIPs in banking can improve 
employee development if they are fair and 
transparent, according to research. Employees are 
more driven to improve when given clear goals and 
helpful feedback on their progress.PIPs in the 
banking sector can also detect weaknesses and 
offer focused training and development to improve 
staff abilities. PIPs help banking staff advance by 
identifying areas for improvement and providing 
resources and support(Reddy, 2022). Hence, PIPs 
are part of a holistic performance management 
system that supports employee growth and banking 
organization success. Banks may develop a culture 
of continuous improvement and ensure sustainable 
growth and competitiveness by strategically using 

PIPs to empower workers to attain their full 
potential.

Managerial support
Research has shown that managerial 

support plays an important role in employee 
development. Managers who provide frequent 
feedback, coaching, and mentoring to their 
subordinates have a positive impact on their 
employees' learning and development (Liu et al., 
2010). Furthermore, studies have found that when 
employees perceive high levels of support from 
their managers, they are more likely to engage in 
developmental activities such as training and seek 
feedback to improve their performance (Hakami et 
al., 2023; Hasan et al., 2022).In a study by(R et al., 
2021), found that the relationship between 
managerial support and employee development is 
mediated by employee motivation. When 
employees perceive high levels of support from 
their managers, they are more motivated to engage 
in development activities, which in turn leads to 
higher levels of employee development.Another 
study by (Islam & Faisal Ali Khan, 2023) found 
that the relationship between managerial support 
and employee development is strengthened when 
the manager has a transformational leadership 
style. Transformational leaders inspire and 
motivate their subordinates to reach their full 
potential, which can lead to higher levels of 
employee development.

Employee participation
Managerial assistance helps employees 

develop, according to research. Frequent feedback, 
coaching, and mentoring improve subordinates' 
learning and growth (Jang et al., 2023). According 
to studies, employees who feel supported by their 
bosses are more willing to train and seek feedback 
to enhance their performance.According to , 
employee motivation mediates the relationship 
between managerial assistance and employee 
development. Managers who encourage their staff 
motivate them to participate in development 
initiatives, which boosts employee growth. In 
another study, (Khalid & Nawab, 2018) 
demonstrated that transformational leaders increase 
managerial support and staff growth. 
Transformational leaders encourage and motivate 
subordinates to fulfill their potential, which can 
boost employee development. 

Dependent Variables for Employee Development
Employee development holds paramount 

importance within the banking sector, as it directly 
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influences the success and growth of financial 
institutions. In this industry, employee 
development entails enhancing the skills, 
knowledge, and abilities of staff members to bolster 
their performance and productivity in banking 
operations. The primary objective is to empower 
employees to realize their utmost potential, thereby 
elevating job satisfaction, engagement, and 
dedication to the organization. Within banking 
institutions, several factors impact employee 
development, including the intricacies of job 
design, the effectiveness of training and 
development programs tailored to financial 
services, the implementation of robust performance 
appraisal systems, the provision of managerial 
support, and the active involvement of employees 
in their own growth. To assess the efficacy of these 
factors in fostering employee development within 
the banking sector, it becomes imperative to 
pinpoint the dependent variables that signify 
changes in employee knowledge, skills, abilities, 
and behavior resulting from organizational 
interventions and initiatives aimed at enhancing 
employee development(Singha & 
Sivarethinamohan, 2022).Job satisfaction drives 
employee development in banking. It includes an 
employee's emotional response to their workplace, 
affecting engagement, attitude, and performance. 
Research shows that satisfied bankers are more 
productive and committed(Mainardes et al., 2019).

Motivation is also important in banks to 
help employees achieve goals. Motivated bankers 
have higher work satisfaction, productivity, and 
performance, helping the sector succeed (Shehawy 
& Ali Khan, 2024).Employee engagement, which 
shows how much employees care about their work 
and the bank, is also important. Engaged bankers 
are more creative, innovative, and satisfied, which 
helps them stay competitive (Shaikh et al., 2023). 

Banking professionals show emotional 
allegiance to the institution through organizational 
commitment. Higher commitment improves job 
satisfaction, performance, and productivity, which 
helps organizations achieve goals (Dey, 2023). 

Finally, banking job performance is a vital 
indicator of employee development, demonstrating 
their capacity to do their jobs well. Training and 
development help banking professionals perform 
better, which boosts the sector's prosperity (Malik, 
2023). 

In conclusion, these dependent variables 
are crucial to banking employee growth. 
Understanding and assessing these elements allows 
banks to develop and implement ways to improve 
workers' abilities, motivation, engagement, 

commitment, and performance, enabling 
organizational success in the dynamic financial 
landscape. 

Proposed Hypothesis based on above Reviews
H1: There is a positive relationship between 
employee participation and employee development 
in the Banking Sector.
H2: There is a positive relationship between the 
Evaluation Criteria and employee development in 
the Banking Sector.
H3: There is a positive relationship between 
Frequency and Timing of Reviewand employee 
development in the Banking Sector.
H4: There is a positive relationship between the 
Managerial Support and employee development in 
the Banking Sector.
H5: There is a positive relationship between 
Performance Feedback and employee development 
in the IT industry.
H6: There is a positive relationship Performance 
Improvement Plan and employee development in 
the IT industry.
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Figure 1: Framework of Study
Research Methodology

The research methodology is the approach 
taken to systematically resolve the research issue. 
"When we talk of research methodology, we are 
not only talking about the research methods but 
also discussing the logic behind the methods that 
we are utilizing in the context of our research 
study," (Kotler, 2004). Therefore, the approach 
used in this study is presented here. Techniques of 
population and sampling, methods of data 
gathering, research protocols, and methods of data 
processing are all discussed. Tests of validity and 
reliability are also explored.

Focusing on the study's research design 
and methodology, this chapter provides an 
overview of those aspects of the investigation. 
After piloting the questionnaires with subsets of the 
workforce, they were rolled out to the whole 
workforce for data collection. The SEM-PLS 
software suite is used to perform the data entry and 
analysis.

Research Approach
Due to the variety of methods utilized 

(documents, interviews, questionnaires, and 
observations), this study can be considered to have 
used both quantitative and qualitative approaches to 
data collecting. Researchers hope to gain a deeper 
grasp of the issues at hand since a mix of 
qualitative and quantitative methods yields the 
most comprehensive or in-depth knowledge 
(Rwegoshora, 2006). Creswell (2003) claims that 
this method can improve prospects for evaluating 

alternate interpretations of the data, investigating 
the extent to which the setting influenced the 
outcomes, and reaching convergence when tapping 
a concept.

Because it can shed additional light on the 
identified factors, the explanatory and inferential 
research approach is utilized to evaluate and 
analyze the data acquired. The qualitative 
information regarding the employees' perspective, 
opinions, and attitudes in respect to the primary 
elements of the thesis title is gleaned from the open 
ended questions specified on the questionnaires. 
SPSS 20.0 is used to conduct a t-test analysis on 
the compiled data, allowing the importance of the 
chosen variables to be quantified. It is possible to 
examine the connection between the dependent and 
independent variables by doing a correlation 
analysis. Also included is a method for determining 
the impact of independent factors on the dependent 
variable through the use of regression analysis.
Research Design

This study uses a descriptive and 
inferential methodology. For the quantitative 
element of the study, the researcher used a cross-
sectional design, meaning that the respondents 
come from all over the place in terms of location, 
function, and hierarchy.

Five Point Likert-type scales were 
designed to quantify the influence of the elements 
on the effect of performance appraisal on employee 
performance. The Likert scale is widely used 
because it is easy to implement and interpret. More 
so, its construction time is drastically 
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reduced(Rigdon & Gefen, 2011). Therefore, the 
scale for the survey went all the way up to 5. 
("strongly disagree") ("strongly disagree"). The 
survey consisted of 20 questions, each of which 
focused on one of four factors. To determine the 
variables, it is necessary to examine several 
different sources. Secondary sources consulted for 
this study included HR policies and procedures 
guides, HR data and recordings, and scholarly and 
popular articles about the company.

Population,SamplingTechnique,andSampleSize
The population for this study would be the 

employees from 5 different banking companies 
who have been chosen purposively from India. The 
sampling technique that will be used for this study 
is stratified random sampling, which involves 
dividing the population into strata and randomly 
selecting participants from each stratum(STEVEN 
NICKOLAS, 2022).

The sample size will be determined using 
the formula for calculating the minimum sample 
size required for a population of a known size with 
a desired level of precision and confidence interval. 
This will be done using a confidence level of 95% 
and a margin of error of 5%. The sample size will 
also take into consideration the number of strata 
and the proportion of employees in each 
stratum.Determining the appropriate sample size 
for a study depends on several factors, including 
the size of the population, the level of desired 
precision, and the chosen statistical analysis.In 
general, a larger sample size is preferable as it 
increases the power of the study and improves the 
accuracy of the results. However, collecting data 
from a large sample can be time-consuming and 
expensive.

For this study, since the population is 
limited to employees of the banking sector in India, 
the sample size will depend on the number of 
employees who are willing to participate in the 
study. A representative sample of at least 900 
employees was considered a suitable sample size 
for this study. However, if more employees are 
willing to participate, a larger sample size can be 
considered to increase the accuracy and 
generalizability of the findings.Once the sample 
size has been determined, participants will be 
selected randomly from each stratum until the 
desired sample size has been reached. The study 
will aim to include a representative sample of 
employees from various departments and levels 
within the organization to ensure a comprehensive 
understanding of the impact of performance 
reviews on employee development.

Data Sources andTypes
Primary and secondary sources of 

information were employed to complete the 
analysis. Primary data was gathered through 
observation, surveys, and interviews with the HR 
and Admin Director.
In both interviews and questionnaires, you'll find 
both open-ended and closed-ended questions. As 
was said before, documentation was used as a way 
to gather secondary data.

DataCollection procedures
Quantitative and qualitative methods of 

data collecting were used in this study, as was 
previously mentioned. Questionnaires, a document 
review, and an interview with the head of HR and 
administration were used to compile the 
quantitative data used in this study. Each regional 
office's administrative and financial executives 
helped disseminate the survey to their respective 
offices. Concerning the Corporate Office 
Personnel,the researcher herself in India was in 
charge of administering and collecting the surveys. 
Since the research was conducted in India, the 
interviewee was the head of HR and administration

Data Analysis & Interpretations 
Data analysis and interpretation are crucial 

steps in the process of turning raw data into 
actionable insights. Data analysis refers to the 
process of examining and organizing data to draw 
conclusions or identify patterns, while data 
interpretation involves making sense of the results 
of the analysis and drawing conclusions based on 
the findings. This process is used across various 
fields, including business, healthcare, education, 
and social sciences, among others.

Data analysis and interpretation involve 
several steps, including data cleaning, data 
exploration, statistical analysis, and communication 
of findings. The first step is data cleaning, which 
involves identifying and correcting errors or 
inconsistencies in the data set to ensure accuracy 
and completenessof the data. This step is crucial to 
ensure that the analysis is based on reliable data.

The next step is data exploration, which 
involves visualizing the data using various 
techniques such as histograms, scatter plots, and 
box plots to identify patterns or trends in the data. 
This step allows analysts to identify outliers, 
relationships between variables, and other factors 
that may influence the analysis.

Statistical analysis is the next step, which 
involves applying statistical methods to the data set 
to draw conclusions. This can include descriptive 
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statistics, such as mean, median, and standard 
deviation, as well as inferential statistics, such as 
hypothesis testing and regression analysis.

Finally, the results of the analysis need to 
be communicated effectively to the stakeholders 
who can take action based on the insights. This 
involves presenting the findings in a clear and 
concise manner using visual aids such as charts and 
graphs.

Data analysis and interpretation can help 
organizations make informed decisions, optimize 
processes, and improve performance. For example, 
in healthcare, data analysis can help identify 
patterns and trends in patient data, which can help 
improve patient outcomes and reduce costs. In 
business, data analysis can help identify customer 
behavior patterns, optimize marketing campaigns, 
and improve supply chain management.

The chapter primarily focuses on the 
analysis and interpretation of data collected from a 
survey, interviews, and classroom observations 
conducted to study the " Performance Reviews as a 
Catalyst for Employee Growth and Development." 
Data was entered into Excel files and analyzed 
using SMART PLS4. Preliminary checks involved 
identifying missing information, outliers, and 
ensuring data accuracy. Categorical variables were 
analyzed using descriptive statistics to determine 
frequencies. The reliability of multi-item scales 
was assessed using Cronbach's alpha, while factor 
analysis was used to reveal underlying 
characteristics. Hypothesis tests involving 
dependent/independent variables and grouping 
variables were conducted using independent 
sample t-tests, analysis of variances, correlations, 
and regressions.
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Figure 2:Structural Model

Response rate from the respondents
One thousand shoppers were polled to 

determine how organized retail affected their 
purchasing habits. The response rate for this study 
was 82.4%, as seen in the table below, which 
shows that only 412 out of 500 questionnaires sent 
in were returned.

Table 1: Return rate of the questionnaire
Description N (%)

Questionnaire handed over in person 900

Completely filled questionnaire and further 
taken for the analysis

412

Response rate 82.4

Reliability analysis and Factor analysis
In this study, Cronbach's alpha was 

employed to do reliability analysis on the multi-
item scales. Descriptive data and findings from the 
reliability analysis are included in the table. 
Overall, the study found high reliability, with 
coefficient alphas ranging from 0.86 to 0.94, 
indicating the scale is reliable. Cronbach's alpha 
study shows that the majority of scores are over the 

threshold of 0.7. This shows that the created 
questionnaire is highly consistent with itself.
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5.3 Demographic characteristics
Table 2: Demographic characteristics of the study participants [n=412]

Demographic Variables Frequency Percent [%]
Gender
Male 325
Female 87
Age
20-30 years 55
30-40 years 180
40-50 years 64
Above 50 years 113
Education
Below Graduation 1
Simple Graduation 20
B.Tech/ MCA/ M.Tech 135
MBA/PGDBM/or Above 256
Department
Banking Marketing Division 28
Loan and Financing 63
Operations 160
Human Resource and Admin 101
Information Technology 60
Designation 
IT Executive 77
Team Leader 245
Manager 67
Sr. Manager/CEO/CFO 5

Table3:  Reliability & Validity Test

Cronbach's alpha

Composite 
reliability 
(rho_a)

Composite 
reliability 
(rho_c)

Average 
variance 
extracted 
(AVE)

Employee Development 0.796 0.795 0.880 0.711
Employee Participation 0.822 0.834 0.918 0.848
Evaluation Criteria 0.719 0.720 0.877 0.780
Frequency and Timing of 
Review 0.841 0.843 0.926 0.863
Managerial Support 0.736 0.744 0.849 0.651
Performance Rating 0.802 0.808 0.883 0.717

The internal consistency and robustness of 
the measurement model for numerous variables 

linked to employee growth in the banking industry 
are shown by the reliability and validity test results, 
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which are displayed in Table 3. All things 
considered, the variables exhibit good reliability, 
with most constructs having composite reliability 
values and Cronbach's alpha values above the 
suggested criterion of 0.7. The items' high composite 
reliability ratings suggest that they measure the 
underlying constructs with dependability. 
Furthermore, there is strong convergent validity 
indicated by the average variance extracted (AVE) 
values, which imply that the items capture a 
significant amount of variance in the constructs. 
Although certain constructs, like Performance Rating 
and Managerial Support, show somewhat lower AVE 
values, suggesting that they should be examined 
more closely, the overall findings give confidence in 
the validity and reliability of the measurement model 
for evaluating employee development in the banking 
industry.

Construct Discriminant Validity
Table 4

The correlation matrix supplied illustrates 
the connections among several employee 
development elements in table 4, specifically within 
the banking industry. The majority of the values fall 
below the 0.85 threshold when evaluating 
discriminant validity between constructs using the 
heterotrait-monotrait ratio (HTMT) criterion. This 
suggests that the discriminant validity is satisfactory. 
Nonetheless, a few correlations are high, which may 
suggest some conceptual overlap. Examples of these 
correlations include between Performance Rating and 
Performance Feedback and Performance 
Improvement Plan. Overall, even though most 
correlations indicate that the constructs are different, 
higher correlation constructs may require additional 
research to guarantee their discriminant validity and 

measurement clarity within the banking industry's 
employee development framework.
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Table 5: Hypothesis Testing

  

Original 
sample 
(O)

Sample 
mean 
(M)

Standard 
deviation 
(STDEV)

T statistics 
(|O/STDEV|) P values Remarks

H1
Employee Participation -
>Employee Development 0.004 0.002 0.048 0.076 0.939 Rejected

H2
Evaluation Criteria -
>Employee Development 0.269 0.269 0.040 6.646 0.000 Supported

H3

Frequency and Timing of 
Review ->Employee 
Development

0.331 0.333 0.037 8.978 0.000
Supported

H4
Managerial Support -> 
Customer Attitude 0.197 0.198 0.038 5.188 0.000 Supported

H4
Performance Feedback -
>Employee Development 0.016 0.017 0.037 0.441 0.659 Rejected

H6
Performance Improvement 
Plan ->Employee Development 0.043 0.042 0.044 0.968 0.333 Rejected

H7
Performance Rating -
>Employee Development 0.118 0.118 0.029 4.114 0.000 Supported

Hypothesis testing shows the degree and 
significance of correlations between factors and 
banking client attitudes in Table 5. Hypothesis H2 
indicates a strong and statistically significant link (T 
= 6.646, p = 0.000) between assessment criteria and 
Employee Development, showing that staff 
performance criteria strongly affect Employee 
Development. Hypothesis H3 shows a substantial 
association (T = 8.978, p = 0.000) between 
performance review frequency and timing and 
Employee Development, underlining the value of 
timely feedback in affecting customer attitudes. 
Hypotheses H4 and H7 also show significant 
relationships (T = 5.188, p = 0.000 and T = 4.114, p 
= 0.000, respectively) between managerial support 
and performance ratings, and Employee 
Development, indicating that these factors influence 
customer perceptions. Hypotheses H1, H5, and H6 
are rejected since their T statistics are not significant, 
indicating that employee participation, performance 
feedback, and performance development plans have 
little effect on banking Employee Development. 

Table 6: R – Square Adjusted

R-square R-square adjusted

Employee Development 0.589 0.585

Table 6 shows that the independent factors 
explain 58.5% of employee development variance 
with an adjusted R-squared value of 0.585. This 
suggests that the model, which includes evaluation 
criteria, frequency and timing of review, managerial 
support, performance feedback, performance 

improvement plans, and performance rating, can 
explain banking employee development.
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Table 7: f- square
f-square

Employee Participation ->Employee Development 0.000
Evaluation Criteria ->Employee Development 0.065
Frequency and Timing of Review ->Employee Development 0.134
Managerial Support ->Employee Development 0.048
Performance Feedback ->Employee Development 0.000
Performance Improvement Plan ->Employee Development 0.002
Performance Rating ->Employee Development 0.026
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The f-square results show how each 
predictor variable affects employee development. A 
higher f-square value indicates a stronger predictor-
outcome relationship. Frequency and Timing of 
Review had the highest f-square score of 0.134, 
indicating the greatest impact on employee 
development. Assessment Criteria and Performance 
Rating also exhibit moderate effect sizes (f-square = 
0.065 and 0.026). Managerial Support has a 0.048 
effect size. Due to their low f-square values, 
Employee Participation, Performance Feedback, and 
Performance Improvement Plans have little impact on 
employee growth as shown in table 7. 

IV. CONCLUSION
The conclusion drawn from the 

comprehensive analysis presented in both parts of the 
study underscores the critical importance of 
performance review systems in fostering employee 
development within the banking sector. Firstly, the 
reliability and validity tests affirm the credibility of 
the study's measurements, ensuring that constructs 
such as Employee Participation, Evaluation Criteria, 
Frequency and Timing of Review, Managerial 
Support, and Performance Rating are robust 
indicators of employee development. The 
discriminant validity analysis further highlights the 
distinctiveness of these constructs, emphasizing their 
unique contributions to the multifaceted process of 
employee development.

Moreover, the hypothesis testing results 
reveal significant associations between various 
factors such as Evaluation Criteria, Frequency and 
Timing of Review, Managerial Support, Performance 
Rating, and Employee Development, indicating their 
positive influence on employee growth within 
banking organizations. The adjusted R-square value 
underscores the effectiveness of the model in 
predicting employee development outcomes, while 
the f-square values provide insight into the relative 
impact of each predictor variable, with Frequency 
and Timing of Review emerging as particularly 
influential factors.

The theoretical framework of the study, 
anchored in Social Learning Theory and 
supplemented by concepts such as employee voice 
and psychological safety, offers a comprehensive 
understanding of the mechanisms through which 
performance review systems contribute to employee 
development. By providing employees with 
feedback, setting clear goals, recognizing 
achievements, and offering opportunities for learning 

and growth, performance review systems create a 
conducive environment for continuous improvement 
and professional advancement within banking 
institutions.

Additionally, the analysis of independent 
variables such as Evaluation Criteria, Frequency and 
Timing of Review, Performance Feedback, 
Performance Improvement Plan, Managerial Support, 
and Employee Participation, along with dependent 
variables including job satisfaction, motivation, 
employee engagement, organizational commitment, 
and job performance, elucidates the intricate interplay 
between various organizational factors and employee 
development outcomes.

The findings underscore the pivotal role of 
performance review systems in driving employee 
development within the banking sector. By 
optimizing performance evaluation processes, 
providing timely feedback, ensuring managerial 
support, and aligning organizational goals with 
individual development needs, banking institutions 
can cultivate a culture of continuous learning and 
growth, thereby enhancing employee satisfaction, 
engagement, and performance, and ultimately 
contributing to organizational success in the dynamic 
and competitive landscape of the financial industry.
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