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Abstract

Purpose: This study aimed to explore the effect of training and goal setting on
employee engagement and commitment in the banking sectors of Hyderabad,
Pakistan.

Approach/Methodology/Design: The collection of information was acquired
using a closed-ended questionnaire with a Likert scale. The convenience
sampling method was used, and 270 respondents participated in the survey.
The data was analyzed by using Statistical Package for Social Sciences
(SPSS).

Findings: The findings revealed that training and goal setting can boost
employees’ engagement and commitment in the banking sectors of
Hyderabad, Pakistan.

Practical Implications: The suggested model in the study can be executed in
almost any organization to increase the overall engagement and commitment
of employees. For the model to be implemented effectively, a decent time has
to be devoted to the goal settings, as it is the most integral and critical phase
towards this whole organizational system. Each factor in this theoretical
framework must also give as much information as needed to collaborate on it
to achieve the goal of organization. This model can be used, in specific, in the
services industry, to achieve their ultimate strategic goals.

Originality/value: This research provides empirical support for developing
management programs that promote employee training and goal setting,
leading to employee engagement and commitment. This study is important for
academia, professionals, and scholars alike.

1. Introduction

The banking sector is the most vital aspect of Pakistan's financial services. Banking sectors
compete with one another to maximize profits. The changing outlook of the work situation
owing to the technological progress makes the organizations face several problems to remain
capable and to produce skilled and devoted personnel to realize the organization's objectives
(Zahra et al., 2014). Organizations that struggle to attract and retain skilled people also struggle
to increase efficiency in achieving goals. Increased employee performance in any firm,
therefore, relies on the efforts made by the organization in the formation of dedicated personnel.
Employee involvement in firms nowadays is seen as the main concern since it minimizes
adverse behaviour, including stress, lateness, absenteeism and turnover. As a result, employers
should be aware of all the aspects that play a vital role or have a significant impact on increasing

employees’ commitment

(Irefin & Mechanic, 2014; Shahid & Azhar, 2013).
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Training is a type of engagement in which organizations engage their personnel to develop their
skills, understanding, and competencies that aid in the completion of different tasks. The process
in organizational performance can increase employees' dedication to their jobs (Alamri & Al-
duhaim, 2017; R. Anitha & Kumar, 2016). Almost every company provides training to its staff
based on the demands of the company (Martin, 2010). Training requirement analysis can be
done using a variety of approaches such as surveys, questionnaires, and observations, which help
to identify areas that require training. Implementing training programs for employee
development will boost employees' loyalty and dedication to the firm (Nkosi, 2015; Zehra,
2015). Businesses benefit from training because it allows them to develop a more efficient and
skilled workforce. Training initiatives and goal setting can create stronger employee engagement
and commitment by allowing workers to advance professionally. Goal setting has been the most
significant aspect in increasing organizational commitment since it has a positive effect on
employee commitment, it has a favorable impact on employee performance at a job (Knight et
al., 2001). Further, it is not only significant in human resource management, but it has also been
applied in other sectors of the management such as quality management, performance appraisal,
and management program optimization (Ashraf et al., 2012).

After reviewing the previous literature, it can be concluded that setting goals boosts employee
job engagement and commitment. Employee engagement refers to an employee working beyond
the scope of his or her job. Worker desire to voluntarily bind with a company is another term for
the engaged employee (Gubman, 2004). Several studies on employee engagement have already
been conducted (Sendawula et al., 2018; Siddiqui & Sahar, 2019). According to several credible
reports, approximately 1100 articles could be easily reached via online research (Osborne &
Hammoud, 2017). Hence, by defining clear goals for employee satisfaction, you will be able to
quickly attain improved work engagement (Mishra et al., 2014). This research will contribute to
the management of people. Essentially, the purpose of our research is to emphasize the aspects
that have not been addressed in earlier studies. While this study describes how an organization
can improve organizational commitment by utilizing several mediating elements, previous
studies have focused solely on individual or team achievement by utilizing various objectives,
boosting engagement, and employee work enthusiasm (Medlin & Green, 2009). This study
focuses mainly on the impact of training and goal-setting on employees’ engagement in the
banking sector in Pakistan.

The training of employees may influence the development of a number of professional skills,
experience and expertise which are essential to a worker's particular tasks at work. As a result,
supervisors should view training and goal setting as vital tools for developing engaged and
committed employees. Ultimately, this study concludes that if staff members achieve the desired
set of skills via training and support in goal setting, they will take into account their commitment
aimed at providing desired behaviours via engagement toward the organization’s goals. By
training and setting goals, not only will the workers' commitment boost, but it would also
contribute to a high performance, efficiency and promising market share.

The conceptual model of this hypothesis is based on Social Exchange Theory (SET), which is
illustrated in the theoretical framework. As per SET people form relationships through a series
of mutual exchanges, resulting in a set of shared responsibilities for each group. Such
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relationships of social exchange are essentially characterized by mutual expectation among the
parties involved (Eisenberger et al., 2001; Masterson et al., 2000). Therefore, the action of an
individual contributes to an answer by the other. The recipient is forced to behave in kind if a
person provides an advantage. In addition, this operation is considered as an exchange process
with effective interactions frequently leading to feelings of engagement between stakeholders
(Cropanzano & Mitchell, 2005).

2. Literature Review
Training

In recent times, training programs have received significant attention in the scientific literature
for both professionals and scholars in both the public and private sectors. Managers in general
care about it, because most firms see training as an essential personnel investment. It is a process
of improving the skills, perception and awareness of certain activities. Workers are empowered
to conceive of new ways to do their jobs at workplace through training programs (Alamri & Al-
duhaim, 2017). Training does not include only once training an employee but also constantly
increasing the employee's abilities in response to variations so that he can make such
organizational change. Training is regarded the most significant aspect in the present scenario if
only because it aims to strengthen the performance of the company, but it also encourages
participants to grow. The success of employees may rely on several aspects but "training" is
perhaps the most significant aspect (Ali et al., 2021; Khushk, 2020; Muhammad & Tanveer,
2015). Despite the growth in the investment in training, companies are quite afraid that trained
staff will be lost to the competition and the amount of useful funds may be wasted (Mello,
2015). Because such, HR leaders must explain more than ever before the true worth of training
for corporate senior managers with consideration of the impact on behaviour and attitudinal
outcomes (e.g. enhanced work handling or increased employment performance). The analysis of
the links between training and organizational results is a critical area of research in favor of
HRD leaders and professionals' attempts to develop effective training settings (Ehrhardt et al.,
2011). Even though it is quite expensive, training and development offers significant benefit in
terms of increasing the capabilities of its personnel. Employees' training has a significant
influence on workers' performance, which eventually increases their profitability (Newman et
al., 2011; Sultana et al., 2012). Several studies have shown that training has a major impact on
employee organizational commitment (Al-Emadi & Marquardt, 2007; Bulut & Culha, 2010;
Hanaysha, 2016).

Goal Setting

The research contains a wide spectrum of discourse about diverse theoretical models of goal
setting, optimism at the workplace, and employee commitment, although these factors have
indeed been employed for various objectives (Knight et al., 2001). To understand the effects of
motivation on employee productivity, the major aspect of our theory of targeting has previously
been highlighted. Following on, the target was also ignored as the additional component of
measuring performance and used to construct the organization’s performance process. Many
researchers have done an excellent job particularly for employee participation covering various
facets of employee commitment and approaches to enhance workplace engagement (McBain,
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2007; Shaver, 2008). The organization's goals have a huge effect and a substantial positive
relationship to organizational engagement, which can lead to an improvement in organizational
commitment if the goals are well planned and executed The foundation on which this process
begins is the goal establishing phase. If workers are encouraged with the target setting, the goal-
setting must be performed as per the objectives and remedies accessible to achieve the particular
task, and the organization commitment must be strengthened (Ashraf et al., 2012; Presslee et al.,
2013). The establishing of goals is also important for productivity, since it does not conform to
or correspond to the target, therefore performance also has an impact (Webb et al., 2010).

Employee Engagement and Commitment

Early work has been extended by Deci and Ryan (1985), distinguishing between internal and
foreign motivations. Psychological ability and flexibility drive the person to develop behaviors
that are vital for his/her physical and mental wellbeing and can lead to optimum growth and
progress if fulfilled. Employee engagement is important to the success of any firm. In 1985, Deci
and Ryan conducted the most notable study on employee engagement (Berens, 2013). The
essential requirements of satisfaction are linked directly to employee commitment. A committed
and significant job allows the employees to understand how valuable they are and how to engage
them (Vandenabeele, 2014). Bolman & Deal (2014) state that workers' autonomy is available
when self-determination theory is used and workers can also have an impact on their
environment. This interest goes beyond the advantages of intrinsic incentives. Significant work
will promote employee engagement; it will not ensure that the worker is involved. To establish
employee commitment, there is a requirement for freedom, intrinsic motivation, and influence.
According to (La Guardia, 2009), psychological requirements produce a feeling of identity
growth through internal motivation, resulting in the outcomes of commitment and engagement.
Using potentials and commitment can impact a person's attitude, conduct, and aspirations, which
are all positive components in a particular personality. The links between internal motivation and
flow emotions were established by (Fullagar & Mills, 2008). Flow is the comprehensive feeling
when an employee is completely engaged in work.

Assessment of populations concerning the engagement of employees offers knowledge of
demographic trends within the current workforce (Buttner et al., 2012). Corporate leaders can
attract fresh graduates by financial compensation. Younger employees leave their organizations
due to a lack of monetary reward, even though the activity meets their needs and desires (Butler
et al., 2014). Millennials are much less devoted to their employers and are unwilling to make for
their profession (Festing & Schafer, 2014). Baby Boomers are even less likely to be financially
rewarded but more inclined to systems and organizational commitment (Saber, 2013). Corporate
leaders can attract Baby Boomer generation through the projected organization a long term deal
Millennials are far more inclined to sell in the absence of advancement or pay rises in a business
Consequently, human resources professionals can be used effectively by terminating a
Millennium rather than just a Baby Boomer while evaluating termination or departmental
methods (Hayes, 2015).
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Theoretical Framework

Training
\ Employee Engagement
/ and Commitment
Goal Setting

3. Methodology and Procedures

For this research, the primary data is obtained. The information was acquired using a structured
questionnaire survey of a Likert scale. The survey has 36 closed-ended questions for each
variable being investigated in this research.

Research Instrument

To evaluate the effect of training, the researcher used questionnaires from the study's scale
(Hazra et al., 2017). It consists of 10 items on a Likert 5-point scale. The researchers adopted a
questionnaire from a researcher's scale to measure goals (Nies et al., 2001) It contains 6
questions on a Likert 5-point scale. To evaluate the impact of employee engagement, the
questionnaire was adopted by the researchers (Avery et al., 2007). It consists of 12 queries that
are graded on a five-point Likert scale. To measure the commitment of employees, a
questionnaire from the research has been adopted (Mowday et al., 1979). The report contains 8
items on a 5-point Likert scale.

Population and Sample Size

The study's population focuses on employees from the banking sector in Hyderabad, Pakistan.
Staff members of Habib Bank Limited, Bank Al-Habib, Bank Alfalah, Silk Bank, Meezan Bank,
and their branches in Hyderabad city are used as the survey's population. The convenience
sampling technique was used in selecting respondents. The possible explanation for using this
technique would be that replies were gathered based on the respondents' accessibility. This also
aids in the collection of as many responses as possible, which aids in the final analysis. The
sample size is determined to be 270.

4. Results and Discussion

Demographic data frequencies

Gender
Gender Frequency Percent Valid percent Cumulative percent
Male 180 66.67 66.67 66.47
Female 90 33.33 33.33 100.0

Total 270 100.0

The survey received responses from 270 people. The survey had 66.67 % male participants and
33.7% female participants.

Age
Age Frequency Percent Valid percent Cumulative
percent
20-29 69 25.56 25.56 25.56

Copyright © 2020, Journal of Advanced Research in Economics and Administrative Sciences (JAREAS), Under a
Creative Commons Attribution 4.0 International License

93



30-39 115 42.59 42.59 68.15

40-49 62 22.96 22.96 91.11
50 and above 24 8.89 8.89 100.0
Total 270 100.0 100.0

Respondents were divided into four age groups: 30-39 years old (42.59%), 20-29 years old (25.56%), 40-
49 years old (22.96%), and 50 and older (8.89%).

Education
Education Frequency Percent Valid Percent Cumulative
percent
Bachelors 99 36.67 36.67 36.67
Masters 171 63.33 63.33 100.0
Total 270 100.0 100.0

The majority of the participants (63.33%) managed to hold master’s degree, while (38.1%,) accomplished
their bachelor’s degree.

Banks
Bank Frequency Percent Valid percent Cumulative
percent
HBL 85 31.48 31.48 31.48
Bank Al Habib 39 14.44 14.44 45.92
Bank Alfalah 68 25.19 25.19 71.11
Silk Bank 31 11.48 11.48 82.59
Meezan Bank 47 17.41 17.41 100
Total 270 100.0 100.0

The majority of the respondents in the survey (31.48%) worked for HBL while (25.19%) worked
for Bank Alfalah, (17.41%) participants worked for Meezan Bank, (14.44%) for Bank Al-Habib,
and (11.48%) respondents worked for Silk bank

Experience
Experience Frequency Percent Valid percent Cumulative
percent
Less than 2 years 35 12.96 12.96 12.96
2-5 years 73 27.04 27.04 40

6-10 years 83 30.74 30.74 70.74

Above 10 years 79 29.26 29.26 100.0
Total 270 100.0 100.0

As shown above, 30.74% of participants have worked in the banking sector for 6-10 years, and
29.26% have worked for more than ten years. 27.04% have worked for 2-5 years, while the
remaining 12.96% have worked for even less than 2 years.

Reliability Analysis

Variables Cronbach's Alpha Coefficient(a)
Training 0.893
Goal Setting 0.890
Employee Engagement and Commitment 0.862

To assess the reliability of the scale, (Garver & Mentzer, 1999) strongly advise computing
Cronbach's alpha value, if the value is greater than or equal to 0.70 implying sufficient
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reliability. For fundamental research, (Nunnally & Bernstein, 1968) suggest higher values than
0.80. The alpha scores for the scales of training, goal setting, employee engagement, and
commitment are 0.893, 0.890, and 0.862, respectively. The scales used in the research are
reliable.

Correlation Analysis

Variables Training Goal Employee Engagement and
Setting Commitment
Training Pearson 1
correlation
Sig.(2-tailed)
N
Goal Setting Pearson A94** 1
correlation
Sig.(2-tailed)
N
Employee Pearson .596** .666** 1
Engagement and correlation
Commitment Sig.(2-tailed)
N

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

The link between training and employees’ engagement and commitment is tested. The finding
shows a positive and significant relationship between the independent and dependent variables (r
=.596**, p-value. 05). Likewise, the link between goal setting and employee engagement and
commitment is examined. The findings indicate a strong positive correlation between these
variables (r =.666**, p-value. 05).

Regression Analysis

Dependent variable Employee Engagement and Commitment
Independent variables R square Beta ([3) Significance
Training 0.355 0.727 0.000
Goal Setting 0.444 0.993 0.000

The figure of R-square 0.355 demonstrates a training impact of roughly 36% on employee
engagement and commitment. Where beta coefficient shows 1-unit variations to cause
explanatory variable 0.727 changes to the variable response. R-square value 0.444 reflects the
impact of goal setting on employee engagement and commitment that is 44% and beta
coefficient indicates a change in an explanatory variable in 1 unit causing the change in the
dependent variables to a change of 0.993. The value of the significance is 0.000, which is less
than a value acceptable (< .05).

Discussion

We investigated the relationship between training, goal setting, and employee engagement, and
commitment in this research. Therefore, we used a questionnaire to collect data from employees
working in the banking sector in Hyderabad, Pakistan. The analysis results enabled us to justify
the established hypotheses and comprehend the relationship among different variables of the
Employee Engagement and Commitment Model. In the subsequent paragraph, we will analyze
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these findings and their implications separately. Previous research has validated the impact of
Training Programs on Employee Engagement and Commitment. Employee engagement and
dedication at the Workplace are usually a symptom of an employee's cooperation and connection
with an organization. According to statistical studies, the more training employers offer, the
more committed the employee is to the organization. Whenever an organization provides
training to workers, the chances of improvement in performance increase (Abraham, 2012;
Fleetwood & Hesketh, 2006). To be more specific, workers are more willing to hold higher
value on training that is widely used and highly regarded by co-workers, managers, and team
leaders. According to Bartlett (2001), organizations that can develop a culture in which
individuals encourage and value training will be likely to have higher levels of commitment.
According to the research results, there is indeed a significant positive relationship between
training programs and employees’ commitment (Brum, 2007; Millar, 2012).

According to our research findings, there is a significant relationship between training, goal
setting and employee engagement and commitment. Levels of dedication can influence how
much an employee values his or her job and, as a result, how often they are inclined to use their
abilities and skills. Employees with high organizational commitment realized that training at a
company is important to them, so they're more likely to agree with the company's core values,
perceive a part of the business, be ascertained in assigned tasks, and find job history impactful
for the success of the company as well as for themselves, whereas disinterested workers may not
(Ahmad et al., 2019; Jaworski et al., 2018; Shoaib & Kohli, 2017). According to (Berens, 2013)
employee, engagement and commitment is an impactful source of motivation for improving
employees' vitality levels and encouraging them to continue to work even in tough
circumstances.

5. Conclusion and Suggestion

The analysis of data reveals that employee engagement and commitment can be accomplished
by positively correlating employee training and goal setting and the outcomes could only be
obtained by effectively implementing all of the aspects. Information that endorses our
hypothesized relationships demonstrates the need to match these variables to create a positive
contribution inside the organizational mechanism to boost and improve employee engagement
and commitment. By providing employees effective training and goals setting support,
management and supervisors can involve their workers in moral commitment and employee
engagement. With such behaviour, employees will improve their performance and achieve
organizational goals. There is comparatively large and diverse evidence to support the research
methods for structural equations. Scales of the study were evaluated as valid and reliable. The
evaluation and structural models are both in accordance with information to support all
hypotheses in the research. This leads to a conclusion that training and goal setting leads to
engaged and committed staff; dedicated staff show greater productivity in their job.

Future Direction

Researchers in the future should try to find and explore alternative ways to evaluate these
constructs. Goal setting, employee engagement, and optimistic behaviour of workers, in the
company, can be investigated in several other aspects by emphasizing consequences such as
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disengagement, absenteeism employee behaviour, and career satisfaction as the future path for
studies. Additional studies should also attempt to investigate particularly such variables or
constructs for the implementation process at the management level by showcasing more detailed
information on all these frameworks.
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